An exploration of the effective use and viability of teaching restaurants in higher education by Alcott, Peter
University of Surrey 
Faculty of Management and Law 
UNIVERSITY OF 
SURREY 
An Exploration of the 
Effective Use and Viability of 
Teaching Restaurants in 
Higher Education 
By 
Peter John Alcott 
A thesis submitted in part-fulfilment of the requirements for the 
Degree of Doctor of Business Administration 
BEST COPY 
AVAILABLE 
TEXT IN ORIGINAL IS 
CLOSE TO THE EDGE OF 
THE PAGE 
Abstract 
Exploring more effective use of a teaching restaurant facility examines the costs and 
investigates the outputs, both teaching and economic, from six different university 
teaching restaurant case studies. The literature identified two distinct views on 
teaching restaurant provision. Gamble (1994), "the changing emphasis of European 
management skills from traditional craft skills to management skills, the outcome 
being a more business orientated hospitality manager as a team facilitator rather 
than someone with traditional skills". Gamble's argument proposes that at 
undergraduate level students should be required to learn management related skills 
and not hospitality operational skills of the type normally associated with a teaching 
restaurant whilst, Guerrier and Lockwood (1990) argue "there is a need for specific 
research into knowledge and competencies which hospitality employees require in 
order to be effective in their work", supporting the argument for retaining such skills 
as a prerequisite for working effectively in the industry. The case studies revealed a 
variety of funding models and systems used to support these facilities and to teach 
students. Two main types of model emerged; the first adopted a broadly commercial 
or semi-commercial approach using professional staff to work alongside the tutor and 
students that remained open outside teaching times, whilst the other adopted a 
more traditional technician supported approach, mostly only operating during term 
time. The study concluded that there were four main factors that would support the 
continued affordability of a teaching restaurant. The first required optimising 
utilisation both by developing wider use academically and through commercial 
operations. Secondly, staffing costs will always be expensive but overtime is 
nonsense and a proper staffing structure should be in place to support this wider 
utilisation. Thirdly, each training restaurant is unique in its location so proper market 
research should be undertaken in order to establish available markets, these can 
then be serviced by targeted offerings. Finally, but perhaps most importantly the 
research supports the notion that this type of facility develops considerably more in 
students than just craft skills. Through this facility students gain insight into their 
own strengths and the strengths of others, they develop coping strategies and they 
reflect upon and embed knowledge across other disciplines. 
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Chapter 1 
Literature Review 
1.1 Introduction to the study 
Investigating the potential to create a sustainable teaching restaurant via the process 
of more effective and broader use requires research to explore the drivers that can 
influence whether a teaching restaurant is seen as a viable means of delivering the 
outputs required by the institution. Outputs are based on differing views of what 
different stakeholders perceive such a facility should deliver. Does industry want craft 
skills, conceptual understanding, management skills, or generic business skills? What 
skills do students need as potential managers in the hospitality industry and are 
these transferable skills learnt in a teaching restaurant that could be used by other 
management disciplines to achieve the same result? The questions that need to be 
addressed in maintaining a teaching restaurant are based on the perceived values of 
industry, the perceived needs of students and the perceived value of teaching 
restaurant outputs by all stakeholder groups. The purpose of this research is to 
identify the various inputs, processes and outputs within a variety of teaching 
restaurant models. The study explores the various approaches for continued and 
sustainable use of teaching restaurants; considers what value different stakeholders 
place on this type of provision, and within the boundaries that these provisions 
operate, where and how it is best provided. 
There are different models of provision and the research process should provide the 
basis for determining a best'in this situation' practice model, within the environment 
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in which the facility operates. It seems unlikely that one model will fit all and also 
unlikely that all stakeholder groups will apply the same influence. In addition if there 
are different types of management student, can the model adapt to these? Is there 
potential for additional or expanded use of a teaching restaurant facility that is 
normally just used to teach food and beverage management on hospitality degree 
courses? The research will consider a best practice cost effective approach in the use 
of this facility for hospitality students operationally and in terms of the possibility of 
extending the facility to a wider group of management students as a centre for 
teaching applied management skills. Part of the research will focus on identifying 
which generic management skills are learned within the more specialized teaching of 
restaurant management education subjects. The issues appear complex and 
although defined by boundaries these boundaries merge almost imperceptibly so that 
all one might observe at the outset is a series of interconnected systems that are 
when viewed holistically'a teaching restaurant'. 
For the purpose of this study the author proposes the following definition of a 
teaching restaurant: - 
" The provision of a restaurant and kitchen facility based in or provided for the use of 
an academic institution for the sole or substantive purpose of teaching food and 
beverage management to students on hospitality management courses': 
The methodology adopted is six case studies based on current practice across as 
wide as possible spectrum of existing provision. From the economic viewpoint most 
facilities operate at a point on a continuum between retrieval of recurrent 
expenditure to full profitability. For many academic institutions it is the high cost of 
maintaining this type of facility that is the main challenge, particularly at times of 
13 
falling student numbers and other financial constraints. In considering both the 
different approaches to teaching and the vagaries of changing economics it is 
anticipated that a large variety of models currently exist with the possibility of 
potential models as yet unknown. 
In order to identify which cases are valid for this study a focus group of leading 
academics in the field was used to create a model to determine which cases are 
different, to categorise each of the known styles of operation (and perhaps identify 
model/s that currently do not exist) so that a template of practical physical 
environment and processes can be established. This template will then be used to 
provide a standard against which each of the case studies can be measured so that 
examples of all current models can be used in the comparison. In addition the focus 
group was asked to consider and comment on two categories of learning outcomes 
that may be achieved within a training restaurant environment. The first of these 
concern generic hospitality subjects that would normally be expected to be included 
in a training restaurant environment throughout all such establishments and would 
cover both academic and vocational areas. The second category of learning 
outcomes are those that may be termed added value, where the learning may 
currently not be recorded, assessed or even acknowledged as learning. It is thought 
that this second category might include areas of personal development, leadership 
and team building skills and a range of people and organisational skills. 
The literature review will focus on vocational pedagogy, identifying teaching values 
from practical teaching literature and establishing a template of teaching criteria. 
Part of the approach will be to investigate and evaluate the vocational learning 
14 
processes versus academic knowledge acquisition, in other words a students' ability 
to turn management theory into practice. General themes of vocational education 
and key elements of vocational training will be reviewed together with an 
examination of the influences on teaching in this practical environment. The 
literature will seek to identify stakeholder groups and use the literature to examine 
aspects that may affect any proposed new model of teaching provision using a wide 
range of hospitality studies supplemented with studies outside hospitality where 
appropriate. 
1.2 Research Question 
This Doctor of Business Administration research project is concerned with valuing the 
outputs of teaching restaurants so that these outputs can be fairly represented to 
those responsible for funding these facilities. The outcome of the research should 
inform management about what all the outputs are, what value can be placed upon 
them and how they are most effectively achieved to provide a better utilised and 
therefore more sustainable teaching facility. 
In order to establish and value the outputs the following questions need to be 
considered: - 
1) What skills does industry want hospitality management graduates to have? 
2) What skills do hospitality management students need? 
3) What skills do teaching restaurants offer hospitality management students? 
4) Could these skills be offered somewhere else? 
5) Are any of these skills transferable to other management graduates? 
6) What impact do stakeholder groups have on design of teaching restaurant? 
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To help guide this study a model has been developed that identifies the systems that 
surround teaching restaurant facilities. They include higher education and their 
concerns on inputs including teaching, the hospitality industry and their concerns 
about outputs and the fitness for purpose of graduates, the needs of students and 
the development of their career. There are a variety of teaching restaurant models 
available and differing balance between craft skills and management skills. 
Location boundary - market environment - operational style - viability 
Systems: - 
Restaurant 
Kitchen 
Finance 
Educational 
Cost of Inputs 
Stakeholders: - 
Senior Management 
Faculty Management 
Teaching staff 
Students 
Professional training 4111111111111 
i 
01 
Teaching Restaurant Process 
Craft Skills Management skills 
Learning 
i 
Value of Outputs 
Stakeholders: - 
Faculty management 
Senior management 
Teaching staff 
Students 
Customers 
Stakeholders of specific outputs: - 
Personal Development and Life Skills. 
Students 
Industry 
Faculty 
Employment 
Figure 1. Complex questions of influence on teaching restaurant operations 
Figure 1 demonstrates some of the complexity involved in understanding the 
influences that affect teaching restaurants. Each of the stakeholders has a different 
perspective on what should constitute the input, process and output of the facility. 
How people learn from teaching restaurants is fed back to both higher education 
bodies in the form of student surveys, exam results and a variety of other statistics 
and to the industry by a steady stream of educated and skilled graduates. But the 
perceptions of what people learn, even by the people learning it may be inaccurately 
reported unless every aspect of learning has been recorded developed and valued. 
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Both higher education and the industry feed back information to the institution and 
finally to the teaching restaurant. The literature review aims to examine the 
dichotomy of craft and management skills, teaching pedagogy, stakeholder and other 
influences that will inform teaching restaurant practices and financial viability. 
1.3 Background of Vocational Education 
"Traditionally, we have conceived of two separate learning arenas: the academic 
institute and the organisation. The University has provided cognitive, intellectual 
frameworks; the organisation or enterprise has taught skills in applying these to the 
work environment. It is argued that new assessment practices should attempt to 
integrate these two areas, so that the students overall learning experience is 
enhanced", Humphreys etal, (1997: 68). 
Identifying, valuing and assessing all of these learning experiences is an essential 
element of this research because adding value supports the continuation of this type 
of educational provision. Cousins (1992) suggests that from the early 1950's through 
to about the mid 1980's the post war version of what are described as vocational 
education and training programmes were used predominantly to prepare students for 
immediate employment in occupational and technical careers and during this time 
they gained an image of high level craft skills sometimes at the expense of academic 
attainment. "Modern day students of hospitality are receiving education that has 
evolved over the last fifty years, early programmes, predominantly craft-based, had 
been taught, largely by practitioners from industry, usually from the top end of 
service provision", Cousins, (1992: 289). Since the late 1980's early 1990's vocational 
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education has received greater attention from politicians, parents, students and more 
latterly educationalists, with National Vocational Qualifications (NVQ's), General 
National Vocational Qualifications (GNVQ's), Modern Apprenticeships together with a 
string of other initiatives for delivering and enhancing skill based learning and an 
increase in academic input culminating in the most recent of these, Vocational 
Degrees. 
Heikkinen, (2001) examines the experience of Finland as a peripheral centre, in the 
sense of the economic value of vocational education and compares Finland's position 
as comparable with that of a third world country. It focuses on its' aim at being a 
"European Laboratory of knowledge society" in high tech vocational education and 
looks to Nokia as an example of this as the potential success. Heikkinen discusses 
similarities and differences between Finland and third world countries, "based on an 
economic interpretation of education and training, which are taken as functions of 
economy, as infrastructure for production and strongly determined by technological 
development, " Levinson et a/., (1996); Haddad, (1997); Singh, (1997), cited in 
Heikkinen (2001: 229). This is interesting because it identifies a more generalist view 
of vocational education, "the human capital theory is still the dominant approach"; 
vocational education is perceived as an instrument for developing a skilled labour 
force, which is capable of innovation and design. 
Certain regions are labelled centres because of their superior economic performance 
in global markets, having high GNP and productivity, whereas others are seen as 
peripheries because of their marginality in global markets, low productivity, etcetera. 
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In the United Kingdom (UK) and in the United States of America (USA) vocational 
education has been strong and productive in a wide range of disciplines for many 
years and during the last century has moved steadily from vocational skills for 
manufacturing industries to skills in the services sector. "The structures, negotiation 
mechanisms, qualification processes and agency are often strikingly different in 
vocational than in other forms of education. "The formation of vocational education 
is linked to its relationship with certain branches or sectors of industry, which have 
distinctive roles in regional or national industry, or in wider economic blocs and 
productive clusters", Heikkinen, (2001: 229). Heikkinen's article plots Finland's path to 
economic stability through innovation in vocational education, particularly in the field 
of technology "The prevailing aim of Finnish education must be the formation of 
personality, which is willing and capable of consciously building the Finnish culture". 
"In vocational education educational activities should be divided into various parallel 
and sequential institutional forms, which correspond to the multiplicity of 
occupational life-forms themselves" Heikkinen (2001: 235). 
But even in 2001 Finland's vocational education shares similarities with the third 
world. 
1. The lack of craft tradition in industry, belittling of popular, indigenous skills 
and forms of production 
2. The domination of export industry in vocational education 
3. The lack of responsibility for vocational education in industry 
4. The lack of local negotiation systems in vocational education 
5. The lack of workers' participation in planning of vocational education 
6. Strengthening of educational bureaucracy 
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7. Increasing takeover of vocational education by academic education 
Source: Heikkinen (2001: 239) 
This view proposed by Heikkinen suggests that both the students and industry 
regard good skill acquisition to be almost as important as the qualification 
certification that follows completion of the course. In other words the essence of 
vocational education was to provide the student with both the knowledge and the 
practical ability to perform the required task and if either aspect was missing the 
effect greatly devalued the experience. The main observation that one might 
conclude from this article is the level of control and influence government has on 
Finland's vocational education programme in particular and vocational education in 
general and the resulting attitude this brings to both the educationalists and the 
students alike. 
In the UK there is still an underlying view amongst some in the academic community 
that vocational education is somewhat inferior to pure academic pursuits yet as our 
economy changes the need for strong academic knowledge to work together with 
strong vocational skills which are both productive and transferable is essential to our 
continued economic growth. Heikkinen's research therefore appears to support the 
need to combine academic input and skill acquisition together with a perspective of a 
student's personal development that will fuse these and allow for better transition 
into the workplace. 
Mulcahy (1998) goes on to draw parallels of training provision with Germany, Japan 
and the USA who spend 3 per cent of turnover per annum on training compared to 
the average for the UK of 0.15 per cent. One conclusion that may be drawn from this 
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is the need for hospitality higher education to continue to include core elements of 
craft skill in a framework that replicates industry however loosely this might be. 
Further comparisons with the German model identify the heavy reliance on a "highly 
developed industrial infrastructure and tradition of passing on skills", but notes, "it 
may lack a theoretical base which restricts the mobility of trainees when qualified". 
This serves to strengthen the UK higher education policy of transferable skills 
acquisition as a central focus of courses. Work by Haywood, (1989) suggests that 
students should participate in determining the objectives of their learning as well as 
some of the methods that might be used to achieve this. More freedom to 
experiment under a supportive structure in which mistakes are a valued part of the 
learning process would lead to better understanding. 
1.3.1 Teaching and Learning Styles 
"Recent work undertaken by the Council for Hospitality Management Education for 
the Higher Education Quality Council established an agreed national definition of 
'graduate-ness' on hospitality management programmes. This suggests that student 
outcomes reflect the South East England Consortium's descriptors of graduate-ness 
together with the ability to achieve level 4 NVQ's. Using other conceptual models, 
graduates are expected to negotiate the experiential learning cycle (Kolb, 1984), and 
demonstrate the qualities of reflective practitioners, (Schon, 1983). " 
"They are, therefore, required to be practical and pragmatic in their actions, but also 
capable of analytical thought", Lashley (1999: 180). Lashley looks at hospitality 
students' propensity for developing a theorist and pragmatist learning style rather 
than the more normal activist approach taken by hospitality students. In other words 
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they tend towards a learning philosophy that evaluates purely on the basis of 
practical application rather than learning from the experience and reflecting on the 
wider issues from what has been experienced. "Thus far unpublished work being 
undertaken in a project being conducted at both Leeds Metropolitan University and 
Nottingham Trent University suggests that students on hospitality management 
courses have strong preferences to learn from concrete, action based situations; 
"these tendencies are so strong that, if not addressed, they can create difficulties in 
the development of reflection and theorising", Lashley, (1999: 180). Lashley cites the 
Kolb (1984) model that "suggests that learners tend to have learning preferences 
that are located in one of four quadrants that are produced from features of 
personality", Lashley (1999: 180). 
The model considers degrees of introversion and extroversion, whether there is a 
preference for right or left hand side of the brain in producing a preferred style of 
learning as concrete action based or theoretical and analytical. To some extent this 
strengthens the argument for a broader more generic approach to restaurant 
operations teaching and the need to identify and record all skills, knowledge and 
development achieved by the learner. As Riley (2005) points out a hospitality 
manager is required to wear many hats and therefore may need to learn many skills 
across a broad spectrum of management. 
To this end where does management education at degree level need to start? "The 
primary consideration in selecting pedagogical techniques and designing effective 
learning situations is determining and understanding what 'changes' within the 
learner we hope will occur. The first input may be translated into: What is (are) the 
course goal(s)? What management skills and/or knowledge should the students take 
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away from the classroom experience? Clarity about learning objectives for the 
students, often stated as behavioural objectives, is essential", Mager 1968 cited in 
Randolph, (1979: 460). 
Many hospitality management degree programmes have moved to a modular 
approach both to broaden the subject area and also to allow specialisation. 
There is a good argument to put forward concerning the level of specialist knowledge 
that managers require, "detailed knowledge of the specialisation would be 
advantageous to a manager of that specialist function. There is no doubt that 
different managers need different bodies of knowledge to do their work effectively", 
Watson, (1993: 18). Research by Quayle identified a number of skills lacking in 
managerial staff "about a third of employers acknowledged the gap between the 
skills managers currently have, and those they will need to meet the business's 
objectives", Quayle, (1997: 476) 
Skills lacking Percentage 
Practical Skills 22 
Communication skills 18 
Management skills 15 
Computer literacy skills 15 
Literacy/numeracy skills 11 
Personal skills 11 
Basic ability 8 
Table 1 The NVQ in management and the higher education experience of skills 
lacking, Quayle (1997) 
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Hemmington, (1995) examines student views on modular courses as opposed to the 
traditional defined course. The research is interesting in respect of concerns over size 
of groups and the cross over between degree streams where more than one 
management degree programme is offered. What Hemminton identified was the way 
in which different degree streams perceptions were at odds in terms of teaching 
style, with those of the lecturer mainly due to cultural differences in the programmes 
being offered. Because one way of making a teaching restaurant more viable as a 
teaching resource or teaching space is to widen its' availability to other degree 
streams with a modified programme of applied management, the teaching style that 
might be readily accepted by hospitality students may not be accepted by other 
management streams. It could be argued that the further a teaching restaurant 
facility has moved toward a commercial operation model the more easily it may 
move toward offering applied management learning opportunities to other 
management students because in essence it has moved toward an experiential 
learning model that does not rely on any element of hospitality. This argument is 
supported by the work of many scholars in the field of Experiential Learning Theory 
(ELT) such as Honey and Mumford (1989) Rogers and Freiberg (1994) Neill (2002) 
Conner and Clawson (2004). Essentially it comes down to definition of what a 
teaching restaurant may offer the student other than food and beverage experience 
and in a fully commercialised facility, where professional staff are in place there is 
scope for the non-hospitality student to apply generic management skills, essentially 
managing people, products and services and where and if an hospitality service was 
required as part of this process the management student could simply buy this in and 
manage the 'outsourcing' as part of the process. In this wider view of the educational 
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process for a teaching restaurant is its ability to teach man management skills, team 
working and operational analysis using applied methodology that becomes the focus. 
This would have nothing to do with cooking or serving food but would focus on 
management skills, the outcome being a more business orientated hospitality 
manager as a team facilitator rather than someone with traditional skills", akin to 
Paul Gamble's model cited in Ladkin, (2000). The main difference in this model as 
opposed to that suggested by Gamble is that this management student would not 
necessarily be focusing on a future management career in hospitality and would 
therefore not require that specialised knowledge but could instead theoretically be 
better able to conceptualise theoretical models of management from participation in 
this more applied experiential environment. 
Rogers (1969) suggests that teaching is probably a vastly overrated function. 
Conversely, thinking about and designing meaningful management learning 
experiences is definitely a vastly underrated function. 
"Management faculty often feel that the material presented is what students actually 
learn. Unfortunately, the process is more complex. What an effective teacher does 
involves not so much 'stamping out ignorance' on the subject matter as it does 
creating a situation where learning can take place", Randolph and Posner, 
(1979: 459). 
In a practical class environment, students: - 
" Are presented with the theoretical background - input 
" Acquire knowledge - input 
" Apply the theory to a practical situation - process 
" Work individually and as a group - process 
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. Peer- and self-assess the learning - feedback loop 
Source: Adapted from Randolph et al (1979) 
The process is clearer because the tutor has a well-defined expectation, based on 
industry experience, of what learning changes the process should provide. During the 
assessment that follows the practical application, the tutor can use industry 
experience to focus and fix the learning. There is also an opportunity within this 
framework for both a group mark and an individual mark neither of which need be 
awarded on a competitive basis. In this practical, applied environment, teamwork 
can be rewarded for the successful utilisation of individual skills within the team to 
achieve the objective. An additional mark can also be awarded for individual effort 
recognised by both the individual concerned and the peer group. This semi- 
cooperative learning process recognises individual effort and also values the 
combined effort of the team. In most cases managing an operation requires a team 
effort and most students recognise this. However, there is general resistance to 
working in groups where there is one grade for the group. "Students resistance to 
working in groups, given employer demands for interpersonal skills, reinforces the 
need to provide students with training and practice in that area. Thus, the benefits of 
cooperative learning appear to outweigh the costs, Ravenscroft, (1997: 190). 
1.3.2 Status of Hospitality Education 
Riley (2005: 89) believes that 'catering' as a career suffers from a perception of low 
status, yet he views this as an essential role in society that requires complex 
organising skills to transform perishable materials into saleable items in very short 
time frames. One attempt to change this suggested view of perceived low status of 
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hospitality and catering courses is for hospitality educators to align courses to 
generic management concepts, for example operations management into practical 
food and beverage classes. "The operations management framework on the one 
hand provides a legitimate academic discipline that unifies the studies and on the 
other avoids the teaching of a set of rules about how things should be done", 
Guerrier, 1986, cited in Cousins (1992: 291) "Striving to overcome image problems of 
the past, some vocational programmes are referred to as the 'shadow college' 
(Jacobs and Teahen, 1997, cited in Bragg 2002: 26) because they are so new or so 
transformed from prior vocational offerings that they are not classified as vocational 
in the traditional sense of providing preparation for immediate employment". Bragg 
(2002: 26), identifies three late twentieth century programmes based around the 
American college system that are almost identical to those on offer in the United 
Kingdom (UK). The first of these is the traditional two-year occupational and 
technical programme many of which culminate in an associate degree (vocational 
degree). 
Second are the work-based learning programmes where efforts are targeted toward 
career preparation and development. The most frequent of these in American 
institutions are related to health professionals, which according to Bragg, are 
currently the subject of viability assessment due to lack of commitment by employers 
and in the United Kingdom are only viable when companies commit to them. The last 
of the programmes discussed by Bragg are the applied Baccalaureate programmes 
that have transferable credits and are encouraged to be used for entry to more 
traditional university degree programmes. As acknowledged earlier vocational 
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education is traditionally regarded as preparation for a particular trade or profession 
and requires the attainment of technical skills and knowledge but in higher education 
programmes the expected level of academic input is increasing and this together 
with a further alignment to mainstream academic disciplines, may help in the case of 
hospitality management to strengthen its' status. 
Vocational education in general, and teaching restaurants in particular are typically 
an expensive facility to run and maintain and as Riley points out 'Catering' has an 
image problem and 'Vocational' does not fare much better in the world of academia. 
This does underline some basic concerns for more general aspects of vocational 
hospitality education that has not gone unrecognised by the British Government. 
"Proposals in the white paper 'Getting on in Business, getting on at work', aimed at 
ending the snobbery that has condemned vocational education as second best", 
Barber, (2005: 7). This government white paper results from the Tomlinson 
recommendations for reform of 14-19 qualifications based on calls by the hospitality 
industry amongst others for better skills education to meet an ever increasing 
required for skilled employees. "We employ 2 million people in the sector and 
generate £74 billion in GDP, this is a very important industry, a growing industry, and 
it has real; requirements to move forward", Brian Wisdom of the Sector Skills Council 
for Hospitality quoted in Kubicek, (2005: 5). It is likely therefore that hospitality 
management student's will find their own skill base a useful asset in managing 
operationally in this skill based arena. 
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1.3.3 Developing Transferable Skills 
Research undertaken by Keith Johnson, (1995) used a feasibility study of GVNQ core 
skills as add-ons to a hospitality degree programme in order to produce a common 
standard for assessing implied but tacit skill acquisition in the assessment process. In 
other words students successfully developed personal transferable skills much better 
than tutors assessed them. Johnson (1995) used the theoretical framework around 
GVNQ's to address this problem. These core skills units are generic to all levels of 
GNVQ and each carries a detailed specification of achievement; communication, 
application of number, information technology, working with others, improving own 
learning and performance and problem solving. He examines the outcome from a 
pilot study that offered a GNVQ core skills module to final year BA (Hons) hotel and 
catering business course students. The cohort was made up of different groups of 
students, with 62.5 per cent following a traditional four-year course and 37.5 per 
cent following a shorter programme. In the shorter programme some had been 
exempt from the placement year and the others entered straight into the final year in 
order to convert their Higher National Diploma (HND) into a degree. "Initial reaction 
to being conscripted on to the pilot scheme was quite hostile. These was particularly 
the case with those students who had joined the course in the first year from a 
traditional 'A' level background and were reading for honours. They failed to see how 
participation in the pilot could in any way benefit their degree classification. This 
reaction was markedly less pronounced among the former HND students who saw 
assembling a portfolio as a more straightforward matter". Johnson (1995: 49). 
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This raised two important questions for Johnson and for this research; was the final 
year of the degree a suitable place to "inject" the notion of personal transferable 
skills, and should core skills be treated in the same way as other degree components 
in attracting similar academic credit in terms of mark allocation or are they better 
regarded as a distinct category which requires a different motivational structure to 
encourage student participation? Johnson's view was that many academics are 
reluctant to acknowledge the development of such skills as a legitimate academic 
activity even in strongly vocational degree programmes. He also raises the issue of 
whether participation actually developed the students' transferable skills or merely 
assisted to package existing skills more successfully. "Students did not receive any 
additional training in skills development, skills had to be acquired by a process of 
self-development. The course team and the students themselves tend to view the 
sandwich year of the course, rather than the business workshop module, as the 
natural vehicle for skills development" Johnson (1995: 51-52). It is not clear, and no 
mention is made in this article as to whether or not students following this catering 
degree programme had any 'teaching restaurant' opportunities or experience, or if 
those with an HND background have any such experience but if they did then this 
would seem to be an ideal module in which to action and assess this area prior to 
sending students out for a placement year. It also suggests that by not providing any 
additional skills development tutoring, a fundamental learning opportunity was 
missed. Also it is evident from work by Hodkinson et a/ that the tutor student 
relationship together with the way the teaching restaurant is managed and operated 
can have a significant influence on both the learning and the overall learning 
experience. 
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1.3.4 The Craft Skill versus Management Skill debate 
Ladkin, (2000) undertook research on vocational education in food and beverage and 
what affect this might have for career development. "Few studies have explored 
career development related specifically to educational background and functional 
experience. There is much debate within the hospitality industry concerning the best 
way to train people for a career in hotel management. The debate centres on 
whether training in traditional craft skills is the most important aspect for a 
successful career or whether the emphasis needs to be on developing managerial 
skills" Ladkin, (2000: 226) 
Ladkin strengthens the argument for further research in this area, "as educational 
institutions are forced to cut costs and streamline their operations, there may be calls 
for students to receive less food and beverage training in vocational courses. If 
industry is sending messages calling for expertise in management skills, the possible 
consequence will be the demise of food and beverage training from hospitality 
education programmes", Ladkin (2000: 226). Ladkin takes the view that traditional 
craft skills and management skills are mutually exclusive. She cites Gamble (1994), 
"the changing emphasis of European management skills from traditional craft skills to 
management skills, the outcome being a more business orientated hospitality 
manager as a team facilitator rather than someone with traditional skills". Guerrier 
and Lockwood (1990) who argue "there is a need for specific research into 
knowledge and competencies which hospitality employees require in order to be 
effective in their work", Ladkin (2000: 227). Tas (1998) cited in Ladkin (2000: 227) 
"People skills are identified as the most important", and if this is the case then a 
teaching restaurant may be one of the best opportunities a hospitality student may 
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have to learn and practise this art. The article identifies a number of authors who 
support the notion that hospitality managers require skills in presentation, 
communication, inter-personal skills, languages, critical thinking skills and 
accountancy. The researcher of this work would argue, what better place to teach 
these skills to hospitality students than in the protected but realistically work- like 
environment of a teaching restaurant? Carper (1993); Guerrier and Lockwood (1989; 
1990) cited in Ladkin (2000: 227) seem to support this view, "Carper calls for 
continued support for the importance of operational skills and craft training", whilst 
Guerrier and Lockwood argue that "the way in which hotel managers are trained and 
developed acts to reinforce an operational perspective rather than a business 
perspective to hotel management As the current emphasis is on operational styles of 
management, the importance of technical rather than managerial skills will remain 
apparent". This debate will undoubtedly rumble on but the reality of the situation is 
that most hospitality graduates who enter the industry are likely to do so at an 
operational level and performance without an appropriate skill set will be a handicap. 
Ladkin's paper suggests that the majority of managers surveyed had a hospitality 
qualification, that 50 per cent had a career path that included food and beverage and 
that there was little difference in the number of years taken to achieve the position 
of general manager (10.76 years - 10.60 years) between those with a degree or 
HND and those with other hotel and catering qualifications. There is also no evidence 
to suggest that 'working one's way up through the ranks' took any longer than 
entering the industry with a high level qualification. A criticism of this would be that 
the data collected is reflecting what was happening in the industry during the final 
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quarter of the 20th century and a longitudinal study might better reveal changing 
trends in career development, particularly with the current emphasis on university 
education in the UK. The article suggests that vocational qualifications will enhance 
career prospects but this is not dependant on the level of the course. The research 
concludes that the managerial versus technical skill debate clearly supports that food 
and beverage experience dominates in terms of career and the roles of accounting 
and finance, personnel management and sales and marketing are less prevalent. The 
degree to which this will remain the case in the 21st century is unclear. What is 
useful about the article is its identification of the polarised views concerning the skills 
versus managerial debate and the need to develop a teaching restaurant model that 
can bring these two views closer together and strengthen both. 
Educators in business management degree programmes use widely accepted long 
establish generic management subjects as the focus for their courses; accounting, 
financial management, human resource management, organisational behaviour, 
marketing, law and many others but many students are unable to relate these 
subjects to real world situations that they find themselves in following graduation, 
"The acquisition of knowledge is not enough, if you don't have the skills of 
application to follow through on what you've learned", Livingston (1983: 16). 
Livingston describes much of the problem as stemming from a reluctance to change 
behaviour based on past experience. In the case of an undergraduate their 
experience of the real world of work will in most cases be limited to a part-time job 
or perhaps a work placement. Livingston argues that until people see for themselves; 
actually go through an applied management process they won't do anything to 
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change no matter how much they have been taught. They will simply remember a 
series of management theories without the ability to see them in the workplace and 
recognise how they may be used. 
Research carried out by Faerman looked at bridging the gap between management 
practice and management theory. "Practice and theory are seldom integrated in 
systematic and productive ways. Management education suffers from this problem, 
and it seems that much progress could be made by attending to this issue", 
Faerman, et al (1987: 310). Faerman identified a series of management skills, which 
are commonly required, although, not always found, in workplace management. 
Apart from those concerned with accounting the majority are rarely, if ever, found as 
specific modules on management education programmes. They cover areas of social 
perception and understanding for example how to work with individuals and groups, 
understanding personality, interpersonal communication, performance appraisal and 
feedback. Participative decision making, team building and conflict management, 
coordination and task analysis. 
Other areas concern managing change and the use of management power, 
bargaining and negotiation and influencing others. Problem solving, time 
management, and stress management both for them and for those they manage, 
using authority ethically, delegation and motivation. Theories abound in numerous 
textbooks on behaviour and psychology and in much of the literature on 
management, Drucker (1970); Taggart and Robey (1981), Quinn and Rohrbaugh 
(1983), Walter and Marks (1985), Chryssides and Kaler (1993) Hales (2001), Harmon 
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(2003), and translating this into management practice is often attempted whilst the 
theoretical framework often remains invisible. It is in the art and science of practicing 
management, in a non hostile environment where mistakes can be made and 
recognised without blame, where views can be shared without fear of 
embarrassment, and where decisions can be discussed and evaluated that these 
management skills become part of the process of managing. A teaching restaurant 
offers the opportunity to create such an environment. 
1.3.5 Measuring and Maintaining Quality 
Measuring quality in teaching is not easy "education has not been at the forefront of 
thinking on quality issues", Lockwood (1995: 38). Lockwood's article identifies, 
Parasuraman et a/ ten service dimensions, some of the main features of service 
quality management and suggests four key elements in order to measure it. 
"Defining customers, the issue of defining the interested customer groups, their key 
expectations and requirements; Designing the product once the customers' 
requirements are known; they can be incorporated into a course design that includes 
the appropriate technical component of `what' students should learn and the 
functional component of 'how' they should learn; Conformance to design;; having 
designed the course, it is then necessary to deliver it in a way that meets, at the very 
least, the ten service dimensions; Commitment to quality, throughout the process, 
the management of the organisation needs to display a total commitment to quality. 
This means providing the time and the resources to develop quality courses and 
realising that the rewards and benefits of quality may not be evident in the short 
term", Lockwood, (1995: 43). Within a teaching restaurant the quality of the teaching 
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and learning experience is obviously very important, but so too is the quality of 
experience for other stakeholders, customers for example. It could be argued that 
the more the training restaurant moves towards commercialisation the greater the 
potential for a gap in the service quality between these two main stakeholder groups. 
As Lockwood (1995) points out "the benefits of providing high quality education to 
the satisfaction of the various customer groups are great. The danger of paying lip- 
service to quality - of not providing the necessary support to develop quality - could 
be catastrophic". 
Any new design or concept for teaching restaurant provision will need to consider 
aspects of quality for all stakeholder groups and find reliable ways of measuring and 
maintaining these quality standards in all aspects of the experience. 
1.4 Role of teaching restaurants 
Teaching restaurants in higher education establishments are essentially regarded as 
laboratories. Many tutors believe that the overt purpose of a teaching restaurant 
within a hospitality management degree programme is to teach food and beverage 
production and service skills and the principles of managing a food and beverage 
operation. Discussions with hospitality employers, particularly those who actively 
support professional training programmes suggest that the management of food and 
beverages remains a key area of skill and knowledge required by the hospitality 
industry. Employers also suggest that it is still regarded by industry as an essential in 
the repertoire of skills required for hotel and hospitality management positions. It is 
a complex area that, in addition to all the generic management skills remains 
somewhat unique in requiring both artistic flair and business acumen and it relies 
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heavily on a students ability to understand both the technical theory and be able to 
perform in practice. It is perhaps this performance aspect, together with an 
experiential style of learning that sets the teaching restaurant environment apart 
from purely academic areas of non-vocational education processes where teaching is 
predominantly conducted in a classroom. "The use of practical teaching restaurants 
as experiential learning resources is widely practiced in UK institutions offering 
hospitality programmes at undergraduate degree level. The use of such facilities to 
provide a functional, experiential environment for hospitality and non-hospitality 
students with an applied management approach that may help students studying a 
wide range of management programmes the opportunity to conceptualise 
management theory into management reality", Morrison eta/, (1995: 26). . 
Discussions with employers underline the problems many students face in 
conceptualising management theories into practical application. Quite often there is 
no connection made by the student between the theoretical framework of managerial 
practices taught in the classroom and the situational reality a student finds 
themselves in during their placement or first employment. Until they have managed 
to work through, or not work through the situation, and this can be fairly traumatic 
for some, they have little cognition of the process. Jackson eta/(1989: 59), captures 
the essence of this in a generic sense "I hear and I forget; I see and I remember; I 
do and I understand", from a study of small group teaching and learning within a 
large cohort of first year undergraduates. 
But it is not solely industry that regards the skills learned in the teaching restaurant 
as an essential element of a hospitality management degree programme; students 
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themselves often comment in class that they perceive the need for and express an 
active interest in this aspect of the programme. It is therefore important in 
establishing the areas for study in this research to identify both the role and the 
physical attributes of the teaching restaurant facilities used for teaching in hospitality 
management degree programmes, and also the processes that students experience 
as part of their involvement in this vocational aspect of their course so that both the 
tacit skills associated with training restaurant classes and the wider generic skills 
required for effective management. 
Teaching in these restaurant facilities aims to reflect the broad range of current 
industry styles and practices that enable students to become familiar with the 
hospitality market place. But these facilities also provide far more learning 
experiences and opportunities than learning solely about the practice and art of food 
preparation and service, important as that may be. The teaching process establishes 
theoretical models and relates these to both hospitality specific industry practice and 
more widely across more generic business practices through application, concluding 
with student self and peer and formal assessment. What is often not fully 
appreciated by non-hospitality specialists, possibly because of the service nature of 
the enterprise, or perhaps because 'catering' is regarded as a simple business 
operation, is that the hospitality industry works within and comes under the same set 
of rules and conventions as any other business enterprise, most notably, people, 
products/services and customers. 
As a minimum, teaching restaurants provide a good basic level of food preparation 
and service skills. The majority of hospitality employers willing to provide students 
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with professional training placements regard these basic food and beverage skills 
together with skills in communication and team working as essential. Many 
hospitality students continue to develop these restaurant operational skills by gaining 
paid work during subsequent years of the degree programme and beyond and one 
might conclude that these skills remain skills for life. 
1.4.1 Financial Viability of Teaching Restaurants 
The provision of technical and skill based learning usually requires a specific learning 
space equipped to meet the needs of the discipline being studied. This might be a 
laboratory; workshop, fieldwork station, hospital ward or studio depending on the 
nature of the programme being followed and the provision of these facilities is often 
quite expensive. There have been a number of closures recently publicised, most 
notably of chemistry laboratories and music studios on the basis of their economic 
viability. The economic environment in which education operates is such that value 
and appropriateness for the task are never far from scrutiny by those charged with 
the responsible use of funding whether private or public and it is accepted therefore 
that cost effectiveness is likely to be constantly under review. 
Unlike scientific laboratories, teaching restaurants have the potential to offer wider 
use. One example of this would be event management courses where the hospitality 
element may be peripheral or superfluous to the actual event taking place. By 
acknowledging best practice and identifying, measuring and recording all the value 
added in terms of teaching and learning management skills a better case might be 
made for the continued support of such facilities. The number of students enrolling 
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at degree level appears to be diminishing as the industry continues to struggle with 
problems of image. "The hospitality education supply side is also far from fixed. It is 
likely that existing providers will face competition from new sources", Rimmington, 
(1999: 186). 
The value of diversification across programme streams can help to enrich student- 
learning experiences across the whole cohort and optimise the cost of resources that 
are often the subject of scrutiny. Although there are a number of cost effective 
computer simulated exercises and a range of industry supported management 
exercises the former lacks the edge that reality brings and the latter, if practised in 
real time requires considerable supervision and resource with little scope for creative 
application. 
"Hospitality management educators in British universities, pressured by financial 
constraints, increased student intakes and research-assessment, are in danger of 
increasingly resorting to the traditional system of teaching and learning. Under this 
regime, apart from attending lectures and the odd seminar, the student is required 
to merely read, produce the occasional coursework and sit an examination at the end 
of the course", Ball, (1995: 23). 
It is in this environment of cost saving, of effectively using funds, of increasing 
student course fees, that laboratory based classes, whether they are teaching 
restaurants or chemistry laboratories fall under this financial scrutiny. Some teaching 
restaurants for example the Lakeside restaurant at Surrey University or Pilgrims Cafe 
at Plymouth University have been semi-commercialised but, as both of these 
institutions have testified, there are real constraints to full commercial status in terms 
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of location, the requirement to be available for teaching and the fact that they 
remain part of a larger, academic institution. A commercial approach where control 
and staffing remains within the institution allows some scope for achieving better 
utilisation of space and the opportunity to provide an additional facility for the 
organisation, whilst helping to reduce overhead costs. Other teaching restaurants 
have opted for franchise agreements supported by local hospitality businesses, but 
these have noted a considerable lack of control in terms of operational flexibility, 
which restricts the styles of service and types of operation that can be offered to 
students. 
Ball, (1995) examines the potential for industry-based exercises to create a sense of 
'real life' in hospitality undergraduate programmes that will help students' 
development of transferable skills. Ball uses for the basis of his study 60 final year 
hospitality undergraduates who form themselves into four self-selected groups. The 
objective for each group was to investigate productivity in pub food at selected Bass 
Taverns using live data in real situations with support from Bass management. The 
course title BA (Hons) Hotel and Catering Business, suggest that the students would 
have covered some food and beverage modules although there is no mention of a 
training restaurant in the article, but it does talk about "aspects related to corporate 
and unit-level management of hotel and catering operations", Ball (1995: 20). 
Whether they had the opportunity for teaching restaurant experience or not, it is the 
researchers opinion that a training restaurant experience would most likely have 
given significant additional value to their studies at Bass Taverns because 
productivity in pub food, as in many vocational skills, requires an understanding of 
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technological application. Ball makes the point that this type of exercise is not a 
panacea, nor is it for everyone, it took his team nine months to set up and whilst 
interactions with industry are obviously very beneficial, as with industrial placements, 
students with a basic understanding of the skills required, perhaps from practical 
exercise in a teaching restaurant are likely to gain more 'enrichment' from the 
experience than others. It is undoubtedly a useful exercise but required a substantial 
resource and might be difficult to replicate as market forces affect companies. It 
would also be difficult to offer this same experience to all student streams 
particularly those studying generic management subjects without experience of 
applied management. 
1.4.2 Teaching Restaurants a Basis of Experiential Learning. 
The value of experiential learning is well-documented, "the process whereby 
knowledge is created through the transformation of experience", Kolb, 1984: 41 cited 
in Meyer (2003: 352), the most recognisable experiential learning model includes four 
related modes of grasping experience and transforming it into knowledge, namely, 
concrete experience, abstract conceptualisation, reflective observation, and active 
experimentation". "Although not without debate and criticism, this framework has 
received a good deal of empirical support and has been further refined over the 
years, " Mainemelis, Boyatzis, & Kolb, 2002 cited in Meyer (2003: 352). 
In discussions with other tutors the researcher suggests that experience on its own is 
not experiential learning, because learning requires a process of reflection and 
conceptualisation before it can be taken forward as experience for a subsequent 
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occasion. The teaching restaurant provides an environment when students can 
experience the art or science of restaurant operations and management. The 
reflective, conceptualisation process is then developed by the tutor but there are a 
number of factors that can influence this. Work by Hodkinson and James (2003) seek 
to identify 'personality' factors both in hospitality tutors and in the students they 
teach in an attempt to identify the part they play in determining success or failure in 
hospitality learning. Part of their research concerns looking at what both the tutors 
and the students bring to the classroom in terms of life experience and what if any, 
influence this has on teaching and learning. This social interchange between tutor 
and student can either enhance or reduce the experience depending on the level of 
empathy; understanding or respect either brings to the class, which in turn will affect 
perceptions of satisfaction or dissatisfaction to either or both parties concerned. In 
the context of a teaching restaurant there is an interaction with customers with the 
additional complexity that these customers may form part of the students peer group 
or other members of academic staff, together with members of the general public. It 
could therefore be argued that in such a teaching environment students would gain 
experience both in relational issues i. e. dealing with other stakeholders, but also 
develop some understanding of their own personality within these relationships. For 
the tutor too this environment offers the opportunity to gain a closer understanding 
of how each particular student views such complexities and what strategies, if any, 
they use to deal with them. Reece, (2000) provides a learning, experience, reflection 
model in which he describes the cyclic nature of the process. "Learning usually skills, 
is preparatory for 'experience', which uses both existing and that provided by the 
programme, which provides material for 'reflection', guided by the teacher and 
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usually serving to consolidate, which indicates the need for more 'learning' and so 
on", Reece, (2000: 7). What Reece goes on to say is that whilst most of this is a 
natural process it is the reflection, the true understanding that needs to be facilitated 
by the teacher? 
It could be further argued that if a non-hospitality student were offered a man 
management role albeit in a teaching restaurant the experience would provide a 
significant opportunity to reflect on his or her own life experience skills in meeting 
the challenges that man-management brings. This in turn would create an 
opportunity for reflection - supported by and shared with the tutor to create learning 
and understanding from the experience. 
These experiential learning sessions that are typified in restaurant operations classes 
use discussion sessions to allow team members to share experience and assessment 
of their own and the groups' performance. This type of experiential learning is not 
that different from outdoor adventure team building exercises commonly used by 
commercial organisations where groups are bought together in a new environment 
to face both personal challenges and those of nature. Meyer, (2003) notes the 
usefulness of outdoor-adventure activities "as an experiential learning method that 
incorporates conscious use of metaphor by organisational change agents and trainers 
to circumvent individual and organisational defence mechanisms in dysfunctional 
conflict", Meyer, (2003: 358). In other words if your management team is not 
functioning properly this type of activity could identify the dysfunction and provide a 
means to confront the problem symbolically rather than personally. 
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By offering a non-hospitality student the opportunity to apply management theory to 
a live situation using a training restaurant as a metaphor for any serviced based work 
environment it would allow the student to uncover and use the various layers of 
process that support decision making within a real situation with all it's hidden 
human complexity and economic reality. "Business professors too often forget that 
executive decision makers are not fact collectors; they are fact users and 
interrogators. Thus, what they need from educators is help in understanding how to 
interpret facts and guidance from experienced teachers in making decisions in the 
absence of clear facts. After all, any low level administrator can make sound 
decisions when all the facts are in; having the courage to take a shot in the dark is 
one of the hallmarks of leadership. If the purpose of graduate business education is 
to develop executives - leaders - then the faculty must have expertise in more than 
just fact collection", Bennis, (2005: 101). This underlines the problem that many 
business management students do not have the opportunity within the theorist 
environment of the classroom to test 'shots in the dark', and even when supported 
by complex computer simulations it remains a world apart from facing the real 
consequences of your actions, whether good or bad, in taking business decisions. 
1.4.3 The Assessment Process 
It therefore appears that the challenge for the longevity of teaching restaurants lay 
in their ability to fully identify and apply all the skills, knowledge and personal 
development opportunities that exist in the teaching restaurant environment, and 
record these as part of the assessment criteria. The assessment process has itself 
been the focus of attention within higher education "Student assessment and the 
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development of transferable personal skills are receiving increasing attention in 
higher education establishments", Humphreys et al, (1997: 63). "Where, for example, 
students are being assessed in groups, it is essential that if the process of group 
working is to be assessed, the participants themselves should be involved in carrying 
this out", Falchikov, 1996 cited in Humphreys et a/ (1997: 64), therefore, self- and 
peer-assessment give learners greater ownership of the learning they are 
undertaking. This type of assessment becomes more difficult for both tutor and 
students' when the group work is primarily concerned purely with academic 
endeavour, for example, producing a report, because the activity tends to take place 
over a much longer time frame - the work is spasmodic in nature - individual 
contributions are harder to calculate when team work problems arise. In a practical 
situation, for example where students are replicating an industry based application 
the time frame is much shorter, the results are more visible and the self- and peer- 
assessment process has already started before the activity has ended. 
Fawcett, (1995: 6) notes that "society imposes a formal requirement for nomothetic 
or legislative ranking from the education system, while the employer requires some 
indication of likely performance ability and students want feedback on their 
performance, the structures of many traditional academic courses, including the 
assessment regimes, have evolved to meet the external requirement noted above, 
and in doing so have created an informal process which conditions students to 
expect and need nomothetic or regulated feedback and ranking. In many cases 
students feel unhappy or cheated if they are asked to do work that does not carry 
the currency of marks or credits". 
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The success of a teaching restaurant experience relies heavily on a commitment from 
both the student and the tutor to teamwork and the development of good 
communication skills. It has been the researcher's experience, as a teaching 
restaurant tutor for twenty years, that one feature of team working is its ability to 
help the development of transferable skills. Not everyone in the team will start from 
the same knowledge base or skill level; therefore the successful team will often be 
the one that can bridge that knowledge and skill gap. Firstly, by recognising the need 
to adapt their skills and knowledge to the new situation and then learning to transfer 
these skills and knowledge to other team members. This really is an informal 
assessment process, it requires all participants to make observations and judgments 
about various aspects of performance and if recorded can form the basis for a 
reflective process of development and understanding. Bringing non-hospitality 
students into a performance based classroom environment may require tutors to 
prepare students in advance, Ladkin, (2005) refers to the assessment process where 
non-hospitality students would need to accept and understand the personal nature of 
being assessed on practical performance in a restaurant environment, as they might 
for any service orientated or operational business and for some this might be difficult 
to accept. For example being told about personal hygiene or appearance might be 
considered too personal for some student streams whereas for hospitality students it 
is well understood and an accepted norm for the industry. 
1.5 Building Confidence in an Operational Environment 
One of the attributes associated with teaching restaurants is their ability to provide a 
realistic working experience within a highly protected environment. Most first year 
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hospitality undergraduates will have some work experience and some will have 
gained this in the hospitality industry but most will be far from competent or 
confident working in this performance based highly visible situation. One of the most 
stressful aspects of working in food and beverage is dealing with people, "Both 
researchers and commentators have observed that several factors come together to 
make hospitality a rather stressful occupation", Poison and Nida, (1998) cited in 
Jogaratnam and Buchanan (2004: 238). Although industry specific work experience is 
beneficial it should be viewed as a supplement too rather than as a replacement for 
the experience gained in the teaching restaurant. Jogaratnam also points out that 
most students working in hospitality are in junior front line positions, which usually 
mean a high, level of customer contact and therefore a high level of stress. It could 
be argued that hospitality students should gain hospitality experience as a pre- 
requisite for the course, however it may also be argued that working in an 
environment prone to high stress levels may not be the best situation in which to 
gain the most learning from the experience nor would it be easy to assess the quality 
of this experience. "Based on the unique nature of services, it can be argued that 
students employed in front line, customer contact jobs also face greater exposure to 
stress because customer satisfaction is dependant on their being able to perform an 
integrative function that culminates in the service performance, " Jogaratnam et al, 
(2004: 239). Jogaratnam concludes overall that stress levels are at their highest 
during the first year of study on hospitality degree programmes and fall during 
subsequent years, and suggests that managing this should be the goal for hospitality 
management administrators and suggests that this might help reduce student drop- 
out rates. 
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A change in curriculum design to reduce initial stress in teaching restaurants relies 
heavily on building student confidence through the acquisition of skills, an 
understanding of the theoretical framework and teambuilding sessions. Whether the 
facility is managed as a laboratory style of operation, a semi-commercial or fully 
commercial environment it is necessary to undertake a quality audit of the effect this 
governance or any changes in the governance has on the students learning 
experience. In a commercial guise the teaching restaurant has a greater requirement 
to ensure that service delivery is 'commercial' and 'professional' whilst at the same 
time ensuring the 'protected' environment for student learning remains. Moving 
between laboratory style operations to fully commercial operations the consideration 
needed for each of the stakeholder groups changes. In a laboratory style of 
operation the emphasis moves towards being student centred where customers 
expect mistakes and delays. The further that the facility moves towards laboratory 
style the less it represents the real workplace; the further it moves toward the 
commercial operation the more it represents the workplace. It becomes therefore a 
question of balance to obtain the best possible educational experience without losing 
site of the needs of the other stakeholders. "In Kolb's (1984) model of experiential 
learning, concrete experience can stimulate learners to reflect upon that experience". 
"Such reflection leads to the refinement of existing concepts and the formation of 
new ones through which learners make sense of their surroundings", Meyer 
(2003: 353). Haywood, (1989) echoes this view with his suggestions as to what 
educators should seek to develop in students "openness to unfamiliar experiences, 
and an active interest in developing new responses to novel situations by 
experimenting and learning from experience", Haywood (1989: 260). So in the 
49 
commercialised teaching restaurant environment where the experiential learning 
process is controlled, students may reflect on any industrial experience or exposure 
they may have had and potentially be better equipped to reflect and learn from this. 
The difficulty in this however may be in maintaining a standard quality of learning 
from such a potentially diverse range of experiences and the success or otherwise of 
disseminating this across the group. 
1.5.1 Core Skills in Food and Beverage Education 
In order to strengthen the argument for continued financial and educational support 
for teaching restaurants a review of core skills together with an investigation of 
generic skills is required because this would help to emphasize the extent to which 
other educational programmes could utilise the teaching restaurant resource. 
In his paper, Food and Beverage Management 'A Review of Change', Michael Riley 
reflects on "the changes that have taken place in the area of food and beverage", 
which, "serves as a reminder that it is still one of the most complex activities within 
the area of hospitality", Riley, (2005: 88). Riley's paper reviews changes in generic 
management processes and examines how these changes are reflected in food and 
beverage management. It 'defends' the case for continued food and beverage 
training within hospitality courses and concludes that 'education decisions need a full 
appraisal of the functions of modern food and beverage management'. "The changes 
in generic management that have been bought about by information technology and 
globalisation which have created whole new ways of marketing, financing, 
distributing and organising work", Riley, (2005: 88) Much of this has been reflected 
both in operations teaching and theory "Food and beverage management as an 
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activity resides in many roles and carries various labels across different sectors of the 
industry: a restaurateur or a banqueting manager, could be food and beverage 
managers of one type or another. If food and beverage management had a generic 
heart of its own then that must be 'catering' - at its simplest the cooking and serving 
of food". Riley points out changes in the buying process that has moved towards a 
supply chain model, the impact of information technology on stock control, 
accounting and forecasting systems, standard recipes and performance 
management. Modern technology has had some significant effects not only on the 
skills base but also in meeting the demands of current legislation for the protection 
of food, particularly in the areas of cook chill and regeneration. The level of 
sophistication for much of this equipment allows for fairly simple operation, but its 
correct use is essential both for the profitability of the operation and the safety of the 
food. Management can no longer rely on assumptions of responsibilities of staff 
without strategies in place for proper control. Riley identifies many of these changes 
and contrasts skill levels and the deskilling that has taken place in many parts of the 
industry but suggests that although technological changes have made an impact 
most of the impact has come through changes in the market. 
Customer sophistication has grown and with it the demand for more interesting and 
novel food experiences. It is the researcher's view that much of the currently 
fashionable celebrity chef cuisine emanates from a classical past manipulated for 
modern society at a fraction of the relative cost making eating out more of a regular 
experience. Where some of the culinary skills may have changed or perhaps even 
diminished their place has been take by modern marketing techniques, design and 
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good value for money through more effective cost control. "The traditional view of 
food and beverage management was that the skills and knowledge it required were 
the defining corpus of knowledge of the hotel manager - not the sum of knowledge, 
not even the most valuable but definitely the part which defined the occupation as 
distinct from other forms of management. In other words, food and beverage 
management, in whatever guise it appears, is the special knowledge, the unique bit. 
What is more it could be said the food and beverage is the 'rock n' roll' of hospitality 
management - complex, risky, creative glamorous, dirty and messy but definitely a 
challenge", Riley, (2005: 92). 
Within this complex range of management activities lays a core of generic 
management skills that are transferable across a range of students studying 
applications of management. A wider view of the framework that encompasses food 
and beverage management is considered by Cousins (1992), "Approaches to 
hospitality management programmes at Thames Valley University (TVU) are wholly 
based on the simple premise that hospitality is the provision of food, drink and 
accommodation within a business, the central core of studies is therefore the 
operations management. An operations management approach, bringing as it does 
a legitimate academic framework - and also a range of literature from outside the 
hospitality industry - assists this process", Cousins, (1992: 290). 
Interestingly Riley's' paper points out that the majority of hospitality establishments 
are independents and many people open restaurants with a romantic notion of its 
appeal and many succeed against the odds through their effort and determination, 
whilst others fail where on paper they ought to have succeeded and this may serve 
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to underline the unpredictable almost theatrical nature of restaurant management in 
contrast to often promoted view that strict management control systems lead to a 
model of success. "Has the function of food and beverage management really 
changed? The answer is yes and no. It is an example of where manual skills are 
closely connected to creative intellectual skills. The chef, the accountant, the 
marketer and the designer were never closer. In educational terms what does it 
mean to study food and beverage management? It means having a deep 
understanding of food and wine and other beverages in order to be able to engineer 
menus, being able to cook to a degree that would facilitate designing production 
systems, being able to cost and control food - an activity that looks easy but is hard 
in practice. On top of this would come the skills of hospitality and the commercial 
skills of marketing? Whether vocational education has grasped this particular 
problem is a matter of conjecture. In education, food and beverage training sits very 
uncomfortably at the intersections between generic and vocational education, on job 
training and private funding", Riley, (2005: 93). 
Riley brings together many of the concerns and realities of food and beverage 
management teaching and practice but also offers insight concerning the 
opportunities that teaching restaurants have to offer students which this paper will 
aim to identify, "If the objectives of teaching restaurants were solely to introduce 
basic skill, that outlook would see all teaching restaurants closed down immediately", 
Morrison et al, (1995: 26) The practical training environment of a teaching restaurant 
provides an ideal place in which students can learn both the art and the science of 
modern food and beverage management, learn to appreciate and use all other 
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mainstream management tools and gain an appreciation of people management 
techniques, managing finance, managing the supply chain and managing the 
operation. There are a number of implications for this study; hospitality graduates 
will require a good understanding in the attainment of basic level craft skills and 
good interpersonal skills in order to manage and develop the majority of semi-skilled 
employees found in the hospitality industry; many of the underlying generic people 
skills should be recognised as transferable to other industries (and as often is the 
case hospitality looses out to other industries); It is therefore essential as part of the 
learning process that undergraduates actually manage their training restaurant in 
addition to attaining basic food and beverage skills. Morrison points out that "unless 
students are given the opportunity to manage their teaching restaurants and also 
provided with the information systems to help guide their decisions, teaching 
restaurants are not fulfilling their potential as an experiential learning resource". 
1.6 The Role of Work Placement in Hospitality Education 
Some academics advocate the work of teaching restaurants could be done by the 
hospitality industry on an ad hoc basis. This is considerably different from the 
controlled environment of a teaching restaurant and even more different from 
participation on a structured work placement that forms part of a course programme 
because every establishment is different and without a tutor being involved the 
experiential learning would be difficult to measure. Getting industry to participate is 
also not necessarily an easy task, industry often has a different agenda and the work 
experience can sometimes be badly managed. That is not to say that all tutor 
managed placement experiences are good, many students return from placement 
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certain that they no longer wish to work in hospitality. "Tempted by better 
conditions, higher salaries and increased opportunities for career progression, 
hospitality graduates are turning their backs on the industry and are being recruited 
by large retailing companies. Simply put, many students are receiving their first and 
last experience of the hospitality industry on supervised work placements", 
McMahon, (1995: 13). Educators do however regard the notion of an industry specific 
work placement as an effective method of providing students with an opportunity to 
gain some industry experience for which they have been adequately prepared as part 
of their degree programme and this view is supported by the recent establishment at 
the University of Surrey, the Surrey Centre for Excellence in Professional Training and 
Education, (SCEPTrE). Industry placements vary in length but are typically between 
six months and a year in duration. Much less than six months does not provide much 
incentive for the placement provider to gain a return on the training investment and 
one year fits neatly into the academic timetable. There is a need for the identification 
of all stakeholders in the attainment of work experience either via a teaching 
restaurant facility or by using the work placement; students, educators and industry, 
and some of the advantages and disadvantages to each. For example on the positive 
side advances in technology brings about change to the industry which forces further 
investment into training particularly in areas of sales analysis and information 
technology. On the negative side Mulcahy, (1998) notes the potential for seasonality 
in tourism and the knock on affect that this has for employment; high staff turnover 
and little incentive to train. 
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Mulcahy also takes a brief look at the prevalence of small owner operators in 
hospitality businesses with lack of resource for training and the reliance on low paid 
employees. Furthermore it states, "In the United Kingdom (UK) approximately only 
10 per cent of managers have a specific qualification, and that 94 per cent of those 
employed in tourism industries have no recognised qualification", Guerra and Peroni 
(1991) cited in Mulcahy (1998: 129). 
It is the researchers view that there are four main stakeholder groups that can 
influence and impact on the level of success and the overall quality of the placement 
experience: - 
" The student - personality traits - work ethic - life skills - expectancy. 
" The mentor/organisation - matching needs - professionalism - expectancy. 
" The tutor - attitude - perceptiveness - interest - experience. 
The academic institution - value whether perceived or real for role of 
professional training - the management support structure. 
Whilst not exhaustive, these dimensions highlight some of the added complexities of 
teaching and learning in the workplace as compared with those associated with 
teaching and learning within an academic institution. It could be argued that a more 
thorough preparation within the institution a student receives before placement, the 
more effective a reduction in the effect of some of this complexity will have on the 
placement experience. 
Research by John Mulcahy head of operations at Shannon College of Hotel 
Management identified a number of issues concerning the nature of work experience. 
In discussing the various merits of this experience he notes, "the work experience 
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component of the courses was, and is, an integral part of the national certification 
process. As such the work experience component has been valued by all three 
beneficiaries of the exercise: by education, because the trainees were getting an 
opportunity to learn more about the structure of the industry in a formalised way; by 
the tourism industry because trainees proved to be a useful source of inexpensive 
skilled or semi-skilled labour on a regular basis; and by the trainees themselves 
because the work experience has resolved the vicious circle (cannot get a job 
without experience, cannot get experience without a job) into a career opportunity", 
Mulcahy (1998: 128). Primarily Mulcahy's paper is concerned with craft based training 
courses for 16 to 19 year olds using work experience, as a substantial part of the 
programme but key to their success is that they form part of a structured and 
moderated course rather than just ad hoc training as a junior employee. If students 
from this further education background form the main body of skilled operational 
staff within hospitality companies then those studying hospitality management 
degree programmes need to have a working knowledge of these skills. 
1.6.1 Relationships and Emotions in Management Learning 
In a training restaurant environment part of the assessment process examines 
emotive issues of dealing with people, staff, peer group and customers, and this of 
course is true in a professional training work placement also. 
This emotional dimension to managing people only becomes truly evident during the 
actual process of managing and working with groups of people and upon the later 
reflection of that process. It is possible to engender some understanding within a 
normal classroom environment but this to a great extent relies on the student's 
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ability to draw on their own life experiences, which, understandably are going to vary 
from one individual to another. "Developing the skills of Reading the situation and 
understanding what is being Carried requires attention to a systematic perspective 
on organisational life and the unconscious forces at work", James, (2005: 299). For a 
young student, 'reading the situation' is not that easy, it relies on understanding the 
dynamics of an organisation, and the author of this study would argue that this is 
one of the key differences between students who undertake a work placement and 
those that don't. Although exposure to the work environment at any time may offer 
students an insight into the vagaries of personal disposition and patterns of 
behaviour, in most cases it would benefit from being a tutored experience whether 
via senior colleague mentor or professional training tutor. In an operational setting, 
managing people can become a very personal and sometimes very difficult role 
because employees become individuals in stressful situations. As individuals they 
carry with them a host of complexities, which in an intense operational environment 
can have a considerable impact on the situation, the relationship and thereby the 
organisation. 'To be able to 'Read' and 'Carry' well requires managers to become 
aware of aspects of relationships that are usually not attended to, and even actively 
avoided because they are perceived to have a negative affect for the organisation. 
Without awareness of the difficult emotion that underpin observable behaviour, much 
organisational behaviour is puzzling", James, (1997: 302). This proposition is 
strengthened by the work of Kolb and Kolb, (2005) in their study of the interface 
between student learning styles and the institutional learning environment. 
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According to Kolb et a/, (2005) Experiential Learning Theory is built around six 
proposals: - 
1. Learning is best conceived as a process not in terms of outcomes. 
2. All learning is relearning it is best when it draws out the student's own ideas 
and beliefs. 
3. Learning requires the resolution of conflicts between dialectically opposed 
modes of adaptation to the world. Conflict, differences, and disagreement are 
what drive the learning process constantly moving between reflection, action, 
thinking and feeling. 
4. Learning is a holistic process of adaptation to the world not simply the result 
of cognition but thinking, feeling, perceiving and behaving. 
5. Learning results from synergetic transactions between person and the 
environment, a process of assimilating new experiences into existing concepts 
and accommodating existing concepts to new experience. 
6. Learning is the process of creating knowledge, a constructivist theory of 
personal knowledge in contrast to the transmission model on which much 
current education practice is based where fixed ideas are simply transmitted 
to the learner. 
Source: Adapted from A. Y. Kolb and D. A. Kolb "On theories of human learning and 
Learning Styles and Learning Spaces: Enhancing Experiential Learning development'. ' 
in Higher Education. 
These skills would be transferable, which indeed they are for hospitality students; 
however for the non-hospitality students the technical skills and knowledge would 
not be there, so whilst they will have gained some practical managerial experience 
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they would not be able to perform operationally in hospitality without further training 
but then the same could be said for any manager in any operational context where 
technical skills were required. In order to cope with larger sized groups the physical 
dimensions and support services would need to be considered. 
This in turn means addressing their complexity, through a cultural perspective on the 
interrelationships between individual dispositions and agency, and institutional and 
structural contexts, "On the one hand, we are investigating the potential to transform 
learning cultures in ways that enhance teaching and learning. On the other hand, we 
are also interested in the transforming effects of learning cultures: how do they 
impact upon the teachers and learners who enter them", Colley et a/, (2003: 472)? 
Colley et a/ examine the social structure of vocational education, the personality, 
culture, class and gender influences on choices and successes in vocational 
programmes. It further considers that it regards vocational education as a process of 
'becoming' of 'habitus' the essence of being a 'health worker' of being 'an hotel 
manager' and suggests those engaged in teaching vocationally based courses could 
benefit both themselves and the their students from an understanding of these 
influences. "We therefore describe this identity-work, this transformation of habitus, 
as a process of orientation to (rather than adopt) the vocational habitus. Learners 
are presented on the one hand with an idealised image of 'the right person for the 
job' to which they should aspire", Colley eta/(2003). 
In looking at students preparing for a career in health care, with its' high propensity 
for dealing with people in stressful situations it is evident that those entering this 
type of work would require certain personality traits. "In caring occupations, this 
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identity evokes emotional dedication, while detachment or harshness are presented 
as an anathema. Yet this idealised habitus of 'loving care' is unrealisable. In practice, 
detachment and even a certain element of harshness form part of a realised habitus 
that allows learners to perform and to cope with emotional labour, to manage their 
own and others' feelings", Hochschild, 1983; Bates, 1991; cited in Colley et a/ 
(2003: 489). The hospitality industry covers a very broad spectrum of employment, 
and whilst it is unlikely to require the same level of emotional commitment as 
perhaps the more extreme end of health caring, managing people in some areas of 
hospitality can be very emotionally challenging. 
Colley (2003) goes on to examine students enrolled on an electronic engineering 
course where on the surface it does not appear to have the same stress levels. "Just 
because engineers' emotions are less visible, this does not mean they are absent. If 
we are to think more about learning in vocational education, we need to think about 
learning more broadly. We need to consider its social, cultural and emotional 
aspects, its unwritten and hidden curricula, and go beyond explanations related to 
prescribed curricula, and the acquisition of technical skills and knowledge", Colley et 
a/ (2003: 493). The article suggests that learning cultures work to transform those 
who enter them but that this is more complex in the vocational aspects of education. 
That the vocational culture found in the workplace and the vocational culture taught 
or implied as part of vocational education for that workplace is complex but mutually 
dependant. "Initiatives which reflect dominant concepts of learning, and which fail to 
account for learning as becoming, appear least likely to impact beneficially on 
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learning cultures", Colley et at (2003: 493). If for example a retail management 
student were required to manage a professionally staffed training restaurant this 
sense of being in control, of managing a dynamic environment would develop a 
sense of awareness of the reality of managing people and products not normally 
available prior to taking a professional training year, and that is likely to be restricted 
or perhaps in a very limited way via previous work experience. In creating the 
workplace in the teaching environment, the cultural experience of 'becoming' in the 
context of being part of that environment and process allows both the tutor and the 
student to experience and discuss the issues surrounding such culture. In the case of 
a teaching restaurant it would appear that the more closely it replicates the work 
environment the more likely that it will replicate the workplace culture, which will 
become embedded as part of the teaching. This of course raises the question where 
replicating industry how one ensures that the facility also replicates best industry 
practice. 
1.7 Creating a Best Practice Approach 
A best practice approach in teaching and learning requires an understanding of the 
relationship between tutor, student and the social and cultural setting in which the 
process takes place. The influence of the teacher upon the student and the 
responsiveness of the student to learn are significant. In research conducted under 
the title of 'Transforming Learning Cultures' (TLC), Hodkinson and James attempt to 
understand the complexities of learning and evaluate strategies for the improvement 
of learning. Set against a background of the Labour Party victory in the 1997 general 
election which added the requirement that further education met every student's 
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personal learning needs and increased social inclusion through widening 
participation, Hodkinson and James TLC research tested some of the assumptions 
concerning this new funding and performance measurement criteria, "lying behind 
both the funding and inspection frameworks lurks a set of strong if implicit 
assumptions - that good teaching is the prime determinant of effective learning, and 
that there are universally applicable standards of teaching that can be applied in any 
situation", Hodkinson (2003: 392). What concerned Hodkinson and James was the 
'complexity of relationship between teachers, teaching, learners, learning, learning 
situations and the wider contexts of learning'. "This study did not investigate the 
links between the dispositions of learners and their learning, or examine relationships 
between their changing dispositions and their learning experiences and encounters in 
the institution they attended, nor did it take account of the dispositions and learning 
of teachers, implicitly seeing institutions as sites where only students learned" 
Hodkinson, (2003: 394). It would be necessary to attempt to measure the 
effectiveness of best practice approaches to teaching and at the same time replicate 
industry best practice to see if these were compatible? Certainly it could be argued 
that by allowing a student exposure to a real, if protected, opportunity to practise 
management techniques in a live situation there is scope for the student to both 
widen their experience and develop personally. 
Hodkinson quotes work done by Pierre Bourdieu and his 'theory-as- method model', 
that basically makes a distinction between and contrasts preferences and activities of 
'groups or individuals' as 'this is who we are' as distinct from 'this is who we are 
during social interaction'. So as an individual or group 'we are who we are' but this 
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may differ from who we are during an exchange with others dependant on who 'the 
others' may be and the social context of the exchange. It is important to 
conceptualise this because it maybe expedient to provide a best practice model for 
teaching and learning but this must take into account social and personality 
complexity, who is doing the teaching, which student or student group are doing the 
learning and what is the social environment. So in the case a student who was 
perhaps studying 'retail management' managing a project in a teaching restaurant 
they may be able to reflect upon the experience, identify and understand their 
behaviour during the experience and possibly become more aware of how this 
experience has affected them. 
Hodkinson and James provide a useful summary of these complexities: - 
1. Students, positions, dispositions and actions, influenced by their previous life 
histories. 
2. Tutors' positions, dispositions and actions, influenced by their previous life 
histories. 
3. The nature of the subject, including broader issues of `disciplinary identity' 
status, as well as specifics such as syllabus, assessment requirements, links 
with external agencies or employers, etc.; 
4. Institutional management approaches and procedures, together with 
organisational structures, site location and resources; 
5. National policies towards education, including qualification, funding and 
inspection regimes; 
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6. Wider social, economic and political contexts, which inter-penetrate all of the 
other points. 
7. Thinking relationally seeing 'learning' in relation to people, organisations, time 
and places. 
Source Hodkinson, P. and James, D. 2003 
It seems difficult to generalise from their findings because the research methodology 
required research to be undertaken at a number of different educational 
establishments, and differences between sites were significant. "At one level, it 
makes sense to consider each learning site as unique. As these and other accounts in 
our work show, even what counts, as good teaching and learning can be very 
different from site to site, and the complex interactions between numerous factors, 
almost inevitably means that specific characteristics of any site should be recognised 
and taken into account. There are considerable benefits in understanding learning as 
a cultural phenomenon. What works, or is deemed good practice in one learning site 
may not work or be good practice in another", Hodkinson et al, (2003: 401). The 
authors conclude their article by re-iterating the influence that tutors have within the 
teaching and learning environment. "As the articles in this issue reveal and our wider 
research also shows, tutors exert a major influence over the culture of the sites 
where they teach and on the learning of the students in those sites. Our research 
also shows the breadth and variety of what tutors do, much of which lies outside the 
direct scope of inspection or teaching standards criteria" Hodkinson et al (2003). 
It may be valuable to think of teachers as managers of learning culture, much of 
which is not of their own direct making, as they respond to changing circumstances 
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to preserve and hopefully improve the quality of learning, or to minimise the effects 
of some external pressures. Furthermore, making significant changes to teaching 
often entails more than applying new techniques, which is how it is often portrayed. 
"Changes in disposition and identity are involved, and such changes are not easy to 
bring about", Hodkinson et a/, (2003: 402). As part of the process in establishing a 
template of teaching restaurant provision focus should be given to the requirements 
of stakeholders groups who may see the provision from different perspectives. It 
may also be useful to consider the role and influence of the tutors' together with the 
culture and management style of the institution, and in addition to the practical and 
physical environment particularly if institutions intend a wider use of such provision 
amongst the growing legions of business management students. 
1.8 Conclusion 
The literature has identified much of the complexity surrounding the provision of a 
teaching restaurant facility. To help unravel some of the complexity, understanding 
the boundaries and compartmentalising the various systems involved will allow 
comparisons to be made between the many models of provision. In further education 
colleges the role of teaching restaurants may be more clearly defined and outcomes 
more easily measured. In higher education universities the issues are less clear-cut. 
The dilemma facing most educational institutions that offer teaching restaurant 
facilities as part of hospitality management courses will be their cost and their 
perceived usefulness. Teaching restaurants are essentially laboratories and 
laboratories have been seen to close in recent years due in part to the high cost of 
running and maintaining them. For higher education institutions offering degrees that 
require any sort of laboratory based teaching the question of cost and efficiency can 
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sometimes become acute. In addition to the cost element there is an underlying 
concern in hospitality management programmes that the vocational nature of 
restaurant operations creates differing levels of support from academic staff in 
management teaching partly due to differing views of what industry want and what 
the student needs. The questions that need to be addressed in maintaining a 
teaching restaurant are based on the perceived values of industry, students and the 
overall influence of other stakeholders. The literature supports the notion that 
hospitality management students gain a considerable advantage from the 
opportunity to learn basics skills and develop operational understanding in a teaching 
restaurant environment. The experiential learning provided by such facilities also 
contributes to the students' personal development, confidence and industry 
awareness, particularly when this development is reflected upon as part of the 
teaching process. It supports team building, leadership, and communication and 
provides a secure environment where students can try things out - make mistakes - 
and learn without the blame culture more prevalent in many commercial 
organisations. 
A number of possible solutions to address the increasing cost of supporting teaching 
restaurants have been suggested and the research proposed will aim to see if models 
exist other that those included within this review, and identify which single or 
combination of solution will provide the most appropriate answer. In operational 
terms these may include the level of commercialisation available or desired, the level 
of industry support or sponsorship and the possibility of franchising or variations of 
these. Within this range of possible solutions there are a number of stakeholder 
groups that have been identified: - the students; the institution; the tutors; the 
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industry; and restaurant customers and the possible impact on each of these groups 
needs to be assessed. Alternative, but not mutually exclusive proposals have also 
been reviewed to investigate the use of teaching restaurant as a 'learning space' an 
applied management-teaching laboratory. 
It is unlikely that one solution will suit all institutions but there may be general 
principles that can be modelled to suit individual situations for example the teaching 
restaurant space may be used by retail management students to organise and 
manage a fashion show and to perhaps enhance this experience by also managing 
an outsourced supply of drinks and canapes. For the retail management 
undergraduate managing a retail outlet is probably not feasible unless as part of a 
professional training year, but running a fashion show as in the example above 
would provide this student with the same experiential learning opportunity as the 
hospitality student has when running a restaurant. The research will aim to identify 
the generic management learning that underpins any operational, customer 
focussed, service-orientated business activity and will investigate how this could be 
best manipulated within the `learning space' so that an extended use, and effective 
use, can be made of the facility. The literature and anecdotal evidence also supports 
the view that students not only benefit from this operational experience but that they 
also enjoy this practical element, a view often expressed during open days at Surrey. 
The hospitality industry too, broadly supports teaching restaurants, their ability to 
prepare students for operational roles, the enhancement of their customer 
communication skills and the level of understanding they demonstrate of the 
operational side of business in hotels and restaurants. 
68 
Therefore three broad but key themes of argument have been identified throughout 
the literature; firstly the debate between those that see the role of higher education 
in hospitality management programmes more strictly as an academic discipline where 
practical skills are assigned to be taught in the workplace and those that argue that 
practical skills taught in a teaching restaurant and the opportunity for this to provide 
and experiential learning environment form an important role in the development of 
a confident hospitality manager; secondly that students learn a wide range of self 
development and transferable skills whilst working in teaching restaurants and that 
there is potential to develop the teaching restaurant provision across a wider range 
of management programmes and thereby create greater utilisation; thirdly that costs 
entailed in the provision of such facilities are of major concern by all establishments 
and therefore a detailed market analysis should be undertaken to understand the 
market forces that can support the operational aspect teaching restaurants. 
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Chapter 2 
Research Methodology 
2.1 Background to the researchers approach? 
The approach taken by the researcher of this study is based on their experience of 
managing hospitality organisations over a period twenty years and from teaching 
vocational aspects of the industry for nineteen years. During this time much of his 
people management skills have been developed through observations about how 
people work and how organisations support or don't support their staff. It is the view 
of the researcher that these relationships become more complex once a customer or 
other stakeholder becomes involved. It is the personal view of the researcher that 
when staff deliver a service it allows customers to see aspects of human nature that 
would normally not be seen other than perhaps by friends or family and that this 
vulnerability essentially creates the vocational nature of the work in a wide range of 
service based industries, and why some students, staff, managers find the industry 
both challenging and exciting. 
Because of this background the researcher has looked at the literature surrounding 
phenomenology as a research philosophy because this advocates the study of direct 
experience taken at face value. It allows the observer to see behaviour in the context 
of the situational circumstance in which it is taking place. This social enquiry is better 
understood by immersion in the process of understanding the human interaction the 
drivers and forces and the attitudes as they unfold. Operational processes and the 
teaching processes that these facilities provide are grounded in empirical 
observations that allow the researcher to understand how the various elements 
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involved come together to create a learning environment enhanced through social 
exchanges. 
The concern of the researcher was that given his background would observations in 
a case study approach be rigorous and objective? By understanding phenomenology 
it allowed the researcher to not only look beyond the detail of the situation being 
observed, but also to bring to these observations their own experience of the true 
dynamics taking place and thereby take a view as to the reality working behind the 
situation whilst being aware of the problems associated with familiarity of the 
subject. In constructing a meaning for the situation being observed the researcher 
can conceptualise the observation in relation to other actions that are taking place at 
the same time and by doing so put the reality of the observation into context. "The 
phenomenologist understands that the world is not composed of a single objective 
reality, but rather is composed of a series of multiple realities, each of which should 
be understood and taken into account", Remenyi et al (1998, p. 35). But as both Yin 
(1981) and Flyvbjerg (2006, p. 219) have commented this can cause difficulties with 
regard to the rigor of the research, by for example by being subject to interpretation 
or it remaining objective rather than subjective in its interpretation. 
Having said this it is the nature of the human relationship within the world of 
business and management and the complexities that exist within these that requires 
the researcher to take a somewhat subjective view. Wheatley (1992) cited in 
Remenyi at al (1998) points out that, "We inhabit a world that is always subjective 
and shaped by our interactions with it. Our world is impossible to pin down, 
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constantly infinitely, more interesting than we ever imagined". Given that 
phenomenology attempts to study objective reality in terms of experience itself and 
that experience is subjective by nature the observations need to be studied and or 
investigated via a conceptual framework. 
Having better understood how phenomenology attempts to study the observation 
objectively and scientifically without prejudice and in the case of this research needs 
to draw upon comparison between case studies. The choice of conceptual framework 
and paradigm must be suitable for the study and a Systems Theory approach 
appears very appropriate as it provides an opportunity to explore both the 
components and the relationships between them. 
2.2 Introduction 
This Doctor of Business Administration research project is concerned with modelling 
a sustainable teaching restaurant through wider utilisation of the learning space. The 
literature review suggests that this requires research into the complexity of this 
provision within higher education institutions. The viability, means of delivery, 
measurement of outputs and differing views of what different stakeholders perceive 
such a facility should deliver need to be identified. This research will identify the 
various systems of inputs, processes and outputs within a variety of teaching 
restaurant models see table 3. Examine the various approaches used for continued 
and sustainable use of teaching restaurants, consider what value different 
stakeholders place on this type of provision, and within the boundaries that these 
provisions operate, where and how is it best provided. The analysis will review these 
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models to suggest a model of best practice and best fit within the boundaries of the 
institution. It will also be necessary to analyse each model, as it will most certainly 
impact on both the costs and the values of outputs. 
It is established that teaching restaurants are expensive to set up and are expensive 
to maintain and service. It is also established that they provide industry led skill 
education, a range of generic skill education and ancillary services. The costs or 
inputs required for providing a teaching restaurant is well understood and relatively 
straightforward to define; initial capital investment in space and equipment, 
infrastructure charges, maintenance costs and staffing. What are more difficult to 
define and therefore to identify are the values of the outputs that such a facility 
produces. Broadly these outputs fall into two main areas, student learning which is 
sub-divided into industry skill acquisition and personal development and as a facility 
provision for use by both faculty and the wider university. The research philosophy 
adopted for this study is phenomenological and uses a theoretical framework of 
Systems Theory to evaluate and analyse the data and Case Study as a research 
design. Together these will be able to clearly identify the outputs, including best 
practice and cost effectiveness, identify the personal skills learned and the industry- 
based skills that form part of the curriculum. 
2.3 Systems theory 
Biologist Ludwig von Bertalanffy developed general systems theory in 1936. His 
theory was based on the belief that a wide range of scientific disciples had 
similarities and if they pooled resources they would be able to establish laws and 
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principles that could apply to many systems. Bertalanffy was concerned not only with 
the parts and processes of a system but it's behaviour and interaction as a whole. 
The literature offers a wide range of definitions of what 'systems theory' or 'general 
systems theory' is about and how it might be applied in different situations, 
Bertalanffy, (1968) suggests one approach "that is to start from the problems as they 
have arisen in the various sciences, to show the necessity of the system viewpoint, 
and to develop it, in more or less detail, in a selection of illustrative examples". Klir, 
(1969) who quotes Boulding (1956) "general systems theory is a name which has 
come into use to describe a level of theoretical model-building which lies somewhere 
between the highly generalised constructions of pure mathematics and the specific 
theories of the specialised disciplines". Miller, (1978) from his perspectives on 
systems from a biological standpoint, being useful in that it considers systems in 
purely scientific terms, suggested that systems consist of a group of sub-systems 
applicable to the particular field of research being examined, and this re-enforces the 
suggestion that the researcher should bring some experience to the observation 
because this will assist in the identification of the various subsystems at play. Arbnor 
and Bjerke (1997) suggest, "A system is not an analytical approach model that is 
exceptionally comprehensive or that considers more aspects that simpler models do. 
It is something much more fundamental than that. It is a reorientation of thinking 
compared to the analytical approach. This reorientation means studying components 
that are in inevitable interaction with each other instead of in potential cause-effect 
relations". Arbnor's approach is to define systems as a set of components and the 
relations amongst them but the concept of a system as one might generally 
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understand it is as, a systematic process to complete a desired objective, Rapaport 
(1986) defines a system as an 'entity which can maintain some organisation in the 
face of change from within or without', and Ryan (1985) as 'a set of objectives or 
elements in interaction to achieve a specific goal. 
1. A system is greater than the sum of its parts. Requires investigation of 
the whole situation rather than one or two aspects of a problem. 
2. The portion of the world studied (system) must exhibit some predictability 
3. Though each sub-system is a self-contained unit, it is part of a wider and 
higher order. 
4. The central objective of a system can be identified by the fact that other 
objectives will be sacrificed in order to attain the central objective. 
5. Every system, living or mechanical, is an information system. Must 
analyse how suitable the symbols used are for information transmission. 
6. An open system and its environment are interrelated. 
7. A highly complex system may have to be broken into subsystems so each 
can be analysed and understood before being reassembled into a whole. 
8. A system consists of a set of objectives and their relationships. 
9. A system is a dynamic network of interconnecting elements. A change in 
only one of the elements must produce change in all the others. 
10. When sub-systems are arranged in a series, the output of one is the input 
for another; therefore, a process alteration in one requires alterations in 
other sub-systems. 
11. All systems tend towards equilibrium, which is a balance of various forces 
within and outside of a system. 
12. A system analyst can redraw the boundary of a system at will. 
13. To be viable, a system must be strongly goal-directed, governed by 
feedback, and have the ability to adapt to changing circumstances. 
Figure 2 Guide to the basic principles of a systems approach Gillies (1982, p66) 
This would suggest then that a system requires inputs in some form or another, 
perhaps information or energy or raw material that it converts to an output of 
product or process and that some part of this processed must be re-used by the 
system to sustain it. Gillies (1982) states, "all systems have common elements, input, 
output, throughput or process, feedback, control, environment and goal", and uses 
the'central heating thermostat' as an example see figure 2 
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Checkland discovered that applying a standard engineering systems approach to 
management problems had many shortcomings. The example he used was the 
Common Agricultural Policy (CAP), which states that it has three equally important 
objectives: to increase productivity in agriculture, to safeguard agricultural jobs, and 
provide the best service to consumers. "No wonder the CAP is a constant source of 
never resolved issues: progress towards any one of its equally important objectives 
will be at the expense of the other two! " Checkland (1999, p. 6). It was following this 
that Checkland thought about the distinction between soft and hard systems 
theories. Arbnor appears to agree that the process is not in itself very helpful in 
socially constructed phenomena and went on to say that it is not sufficient to simply 
study a component of a system in isolation but to be able to see it in the context of 
other components and the reality of the environment it which it is situated. "This 
makes it possible to distinguish between open systems and closed systems. Open 
systems are studied in the context of their environment; closed systems are not. 
Business theory is usually interested in open systems". The following eight 
characteristics of all human organisations seen as open systems where claimed by 
Katz and Kahn (1996) cited in Arbnor and Bjerk (1997, pp. 139 - 140); 
1) The system imports energy to itself from the environment. Energy consists of 
resources, raw material, competence, and so on. 
2) The system processes resources and transforms them into products that are 
delivered in different forms to its environment. 
3) Activities have a cyclical character, and there are dependent relationships 
between input and output. 
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4) Negative entropy in living systems means they tend to die. This is to be 
counteracted by the organisation through importing resources and energy 
from the environment. 
5) Information and negative feedback makes it possible to control the activities 
of the organisation within certain critical limits. 
6) Balance (homeostasis) among different components of the system must exist 
in such a way that the relationship to the environment is maintained. 
7) Differentiation, integration, and coordination are necessary when handling 
complex relationships to the environment and trying to incorporate these 
variations with the systems own structure. 
8) The system can reach its objectives in different ways. It can arrive at the 
same result through different ways or structures (finality). 
Figure 3. A system is a set of components and the relations among them. 
Source Arbnor, I and Bjerke, B. (1996 p. 111) 
It is quite understandable that business would be interested in open systems 
because few if any operate in isolation from other business or social interaction. 
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2.4 Systems theory as a conceptual framework 
Using systems theory as a conceptual framework requires the researcher to make 
distinctions between reality itself and the representation of the reality that is being 
investigated and this is particularly important within the realm of a teaching 
environment where teachers and students are working in what might be termed 'soft 
reality' a representation of reality. The reason this is important is that different 
systems in different teaching situations may have different approaches and levels of 
realism. Take for example a teaching restaurant that is open to the public and is 
serving 'real' customers. In one of the cases studied the reality of real customers is 
that they are predominantly members of staff of the institution in which the students 
are studying and as such have a 'soft' experience in the approach to the service 
standards, food quality, speed of service etc., that is not to say that these customers 
are not demanding but they have an all together softer approach because teachers 
and staff emphasise the teaching aspect of the service encounter. In a comparative 
case study the 'real' customer is very much a real customer in the most corporate 
sense, consisting mainly of large companies, organisations and business groups from 
the surrounding city. 
This teaching establishment takes the view that the teaching restaurant facility is an 
important source of substantial amounts of revenue and its clients pay for and 
expect a professional approach. The emphasis from teachers and staff in this 
practical environment moves more towards being customer focused than to being 
student focused although this does not mean that students are not the heart of what 
the organisation is about, merely the approach they choose to take. 
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The researcher also needs to understand the relationships between the various 
components of the system, the various systems that are engaged, what these 
relationships consist of and how they interact with each other either in terms of their 
structure within the group using or working within the system. "The concept of 
'relation' can have both a concrete and an abstract meaning. We might talk about 
relations among different stages in a manufacturing process, or as the flow of 
information progressing among different decision makers at the different stages. This 
gives the concept of relation a concrete meaning". In another system a researcher 
might be more interested in how a group dynamics function, "It would be possible to 
discuss relations among the members of the group in terms of their attitudes 
towards each other, of their family connections, of similar opinions about the value of 
unity, or of relations between the system and its environment as various threats that 
forge the workers into a group", Arbnor and Bjerke (1997, p. 115-116). 
In addition to the 'concrete' and 'abstract, relationships Systems Theory is also 
selected because of the complexity of each teaching operation and the interface 
these have with a wide range of stakeholders. "Formulating possible finality relations 
a researcher cannot start a systems approach study for determining relations by 
formulating hypotheses, as is done in the analytical situation. In analytical research, 
hypotheses (possible causal relations) are deduced, and an explanatory study is 
conducted to attempt to verify or falsify them. Systems theory, however, is a source 
of ideas about how certain characteristics and behaviours of real systems can be 
focused. It is not until the real systems are contacted that the concrete finality 
relations that are to be studied can be stated" (Abnor and Bjerke 1996 p. 297). As 
can be seen in figure 3 it is not only the components of the system that are 
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important but also their relationships because each relationship may affect the 
outcome and thereby its overall effect on the system, and the complexity created 
within a group of systems operating as a whole, see table 2. In terms of a training 
restaurant for example the basis for cash collection may create a conflict in the 
relationship between the requirements for teaching and the systems required by the 
institutions central finance office. 
Level of Example Characteristics 
Complexity 
Level 1 Structural framework The organisational chart 
Level 2 Clockwork Dynamic, moving, predictable, must be controlled 
externally 
Level 3 Cybernetic device such as Dynamic, predictable, capable of self-regulation within 
thermostat certain limits 
Level 4 The cell Open, dynamic, programmed for self-maintenance 
under changing external conditions 
Level 5 The plant system Open, dynamic, genetically determined, capable of 
self-regulation through wide rang of changing external 
and internal conditions 
Level 6 The animal system Open, dynamic, genetically determined system that 
adjusts to its environment by making internal 
ad ustments and by forming simple social groups 
Level 7 Humans Open, dynamic, self-regulating, adaptive through wide 
circumstances because of ability to think abstractly and 
communicate symbolically 
Level 8 The social system More complex than an individual, more open to 
environmental influence, more adaptive to 
circumstance because of collective experience and 
wider reservoir of skills 
Level 9 The transcendental Most freely adaptable to circumstance because it rises 
above and extends beyond boundaries of both 
individuals and social systems 
Table 2 Levels of complexity and characteristics of complexity at each level. Gillies 
(1982: 60). 
This of course would need to be resolved but often in these situations personalities 
come into play and make what would appear to be a straightforward problem solving 
issue into something all together more complicated. 
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Hence using case study as the research design, systems theory will support the 
systems analysis in order to create a comparative model of restaurant systems, 
finance systems and educational systems. It will also develop case studies of specific 
teaching restaurants, derive specific models of the systems, analyse and compare 
the alternatives. This systems approach will utilise a combination of techniques 
drawing on case method and soft systems analysis such as observation, interviews, 
documentation and rich picture analysis. In discussing Soft Systems Methodology 
Peter Checkland argues that representing root definitions pictorially is a good way of 
representing them so that the `transformation process' between inputs and outputs 
can be clearly visualised. He uses an example of a public library to show this process. 
"Books and other materials on shelves = input, books and other materials out in the 
local community = output" Checkland and Scholes, (1990, p. 34). 
In researching the cases selected for use in this study it was apparent at a fairly 
early stage that amongst the variables, those responsible for the funding together 
with the individual personalities of those directing teaching programmes had a 
significant influence on how each training restaurant model was developed and 
delivered. How well it was supported and how stakeholders and the general 
academic community perceived it. In addition, teaching staff and ancillary staff 
working in each establishment also influenced the success or otherwise of each 
model and although the students could also affect the model as it progressed, it was 
decided that this was not overly significant in relation to the comparison of different 
models because once recruited to the programme of study they had little further 
influence. Staff working in each of these teaching restaurants worked with what 
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Polanyi cited in Checkland (1990, p. 192) calls tacit knowledge, they had processed 
the procedures and working practices to the degree that they no longer needed to 
think about them they just carried them out, and this can sometimes create an 
introverted view, perhaps not so much by the academic staff who have exposure to 
other academic output but more the operational staff who seem to see their work 
only within the microcosm of their immediate environment. 
Checkland talks about 'Rich Picture' building as a necessary technique to indicate the 
many complex elements in human interactions. "Its rationale lies in the fact that the 
complexity of human affairs is always a complexity of multiple interacting 
relationships; and pictures are a better medium than linear prose for expressing 
relationships. Pictures can be taken in as a whole and help to encourage holistic 
rather than reductionist thinking about a situation. Producing such graphics is very 
natural for some people, very difficult for others" Checkland (1999, p. 16). 
In view of this it was felt by the researcher that these personality traits would be 
difficult to compare across a number of cases and that perhaps a soft system 
approach would be useful because it would allow comparison of the variances in 
each case that would have already reflected these directional influences from those 
managing the programme. "Firstly, in getting away from thinking in terms of some 
real- world systems in need of repair or improvement, we began to focus on the fact 
that, at a higher level, every situation in which we undertook action research was a 
human situation in which people were attempting to take purposeful action which 
was meaningful for them" Checkland (1990, p. 7). 
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Figure 4. Rich Picture analysis of complexity in a semi-commercialised teaching 
restaurant at a Higher Education Institute. 
The teaching restaurant manager has instructions to grow revenue and reduce costs. To achieve this 
it is necessary to fix prices for all activities but each school/department manager and the central 
administration has also to reduce costs and at the same time maintain levels of entertaining for their 
various activities. Lobbying takes place at school manager and university administration level and 
deals are made over which, the teaching restaurant manager has little to say. The use of a teaching 
restaurant to provide subsidised meals and beverages to support for example the greater' academic 
need within a short course, for entertaining a dignitary or providing staff with mince pies at Christmas 
is systemic within these facilities. People consider their own needs from the system often with out 
knowledge or thought about the consequence for the facility and see these needs as urgent, pressing 
and for the greater good of the institution as a whole. 
This would therefore help the research to understand the true dynamics of each 
component and the relationships with empathy but without becoming too involved 
with the individual personalities. Doubts to were considered with regard to the 
inference that the researcher would bring in interpreting the observations, could they 
be totally objective? As Sarachek and Miller (1971, p336) observed, "Among the first 
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discoveries made by researchers of human relations was the awareness that the aura 
of exclusive task-orientation which organisations affect is not entirely realistic. 
Below this manifest level there exists a social system of informal interpersonal 
interactions and individual feelings? Yet, most published studies yield the impression 
that case observers consciously controlled their own behaviour to improve their 
research effectiveness. What about the latent needs and role commitments of the 
researcher? Are we to assume that case researchers are, themselves, exclusively task 
orientated"? Systems theory is described by Popp (2001) as an "understanding that a 
system is comprised of interrelated parts, which all interact with each other". She 
states that systems have characteristics that include atrophy, entropy, resistance and 
homoeostasis. 
Figure 5 Input-process-output model identifying fractured feedback and boundary 
adapted from Johns & Jones 1999. 
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Johns and Jones (1999) suggest, "Systems is actually about looking at the world in a 
different way, according to a set of defined rules, collectively known as General 
Systems Theory (GST). In other words anything can be called a system if it has, an 
outer boundary, a co-ordinated substructure, a function or purpose, inputs and 
outputs see figure 5. 
Homoeostasis, a tendency towards keeping a relatively stable equilibrium between 
practice and theory in the psychological process of learning may well be a 
characteristic of teaching in such a facility that is often full of critical moments. In an 
analogy of homoeostasis in a medical sense homoeostasis will use controls to 
regulate a system and feedback to regulate the control. "When a receptor senses a 
stimulus it sends information to the control mechanism that is set to a predetermined 
level, the control centre feeds back a response to the receptor, either enhancing it 
with positive feedback or depressing it with negative feedback", Marieb and Hoehn 
(2007). Just as the thermostat in a central heating system maintains even 
temperature, in a teaching restaurant environment the student (receptor) interacts 
with the customer (stimulus) through the teacher (control centre) see figure 6. 
Teacher control mechanism 
n 
Figure 6. Receptor, stimulus and control; interaction between the student the 
customer and the teacher in a teaching restaurant. 
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In order to use a systems approach it is necessary to identify and decide upon the 
type of system and how best to describe it in relation to others being compared. It is 
also necessary to decide what other relationships each component has so that they 
can be studied like for like. "From a methodological point of view, determining the 
type, describing and determining relations cannot be completely separate from each 
other. This is because the systems approach starts from the presumption of a reality 
that is constructed of various totalities, each of which contain numerous connections 
(had these totalities not contained connections or relations, they would not have 
been called systems)" (Abnor and Bjerke 1996 p. 295). 
Systems' thinking is a process for seeing the whole, recognising patterns and 
interrelationships, and learning how to more effectively and efficiently structure 
those interrelationships (Senge and Lannon-Kim, 1991). Key to this is an 
understanding of each component, its' complexity and the complexity of the 
relationship each has with both the whole and each individual element. This 
systematic relationship is further defined by Katz and Kahn, (1996) where they 
suggest that systems theory is basically concerned with problems of relationships, of 
structures and of interdependence, rather than the more constant attributes of 
object. The systems will be grouped and they are likely to be similar across a variety 
of models. Restaurant systems will include dining room operations, food service, 
kitchen operations, food production, storage and inventory, reception and bookings, 
seating and greeting, cash desk and bar and each teaching restaurant case study 
comprises of a similar overall composition. 
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Teaching restaurant finance systems are likely to fall under two categories, the cost 
of funding and the potential for profit earning and revenue generation through a 
restaurant trading account. 
Under these two headings there are finance issues concerned with educational 
aspects of the facility; teaching staff costs, ancillary staff costs, infrastructure 
charges, repairs and renewals from the hazards of teaching plus the requirement to 
refurbish and keep up to date with industry trends and developments. In addition 
there will be operational finance issues concerning billing systems, budgeting, control 
and sales so a number of sub-systems are at work in each component as shown in 
the example in figure 7. 
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Teaching restaurants operate within teaching institutions but are often separated 
from them by both physical and cultural boundaries. Jones and Johns (1999), 
describe boundary in the systems sense as "an actual or arbitrary means of 
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distinguishing it from its environment". In many institutions the teaching restaurant 
operation is either located in a satellite building, usually because of its practical 
requirements and or customer access (although this is forgotten) or it is 'contained' 
within the same building or complex but has boundaries in terms of space and 
security that can be rigid or permeable. These physical boundaries are easy to see, 
accept and understand but cultural boundaries are less so. As with many educational 
programmes that have a vocational or practical element cultural boundaries exist. 
Occasionally this is because the'practical' element is not fully understood as being an 
integral and necessary part of the learning and is therefore sometimes regarded as 
less academic and therefore less valuable. To some extent, as the literature reveals, 
this is down to the educators in the field not raising awareness or identifying and 
publicising all the attributes that can be gained from this practical aspect of a 
programme. But more commonly it is the financial burden that this type of facility 
imposes that subconsciously creates a boundary that necessitates constant review, 
re-formulation, re-invention and change. The model in figure 7 gives a generic view 
of the framework in which teaching restaurants operate. As discussed previously they 
operate within boundaries, kitchen (with sub-boundaries), restaurant, bar, stores, 
etc., the inputs include staff, students, materials and cash. The process is concerned 
with the utilisation of these inputs within the context of a teaching restaurant 
environment, teaching, food and beverage production, costs etc. The outputs and 
the values that can be attached to them, which are a substantive part of this 
research, include food and beverage products, learning, experience, development, 
and revenue. The feedback loop is both long and fractured, it is long because the 
process of learning and development in this environment is long, sometimes 
88 
requiring reflection several months after an experience to understand the full 
implications of what has been learned, and fractured because much of the 
experience and development is not captured as a learning experience at all. 
As an example, a student will have an occasion to remark, "That was a tough day" 
but will not stop to think what made it a tough day. What experience have they had 
which they found hard or difficult on which they may reflect upon later and learn 
from the experience, was it to do with them, another member of the team, a 
customer? The principle of systems cohesion discussed by Jones and Johns (1999, 
p. 41) is equally true for a teaching restaurant, particularly when commercialised or 
even partly commercialised as it is in the restaurant example given in their article. 
The cohesive structures of nurturing, teaching and learning are often juxtaposition to 
those of product, customer service and revenue. Here systems analysis can help 
because, as the article points out, in the real reality of a restaurant business these 
two have to work together, staff need to be looked after and retained but the 
customer needs appropriate service and food quality if the business is to survive. As 
with the commercial environment of restaurant management so too within the 
educational system of teaching restaurants it is necessary to identify and separate 
out the various components, systems, cohesive and dispersive forces. The industry 
led skills and learning; food preparation and production, food service, beverage 
service, billing etc. which are core curriculum requirements and encompassed in 
systems. These sit together with the more generic developmental skills and learning 
which many recognise as being part of the expected norm in this type of facility but 
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are often learnt as incidentals left unrecorded and unrecognised and often under 
valued. 
The general skill of for example answering the telephone to a customer and 
accurately taking down and recording the information logically is a totally 
transferable skill that has value and is often taken for granted until you need to 
contact the customer again. It may seem surprising at how inept some students are 
at carrying out such a task given the communications bubble in which they live but it 
is nonetheless true. 
Within the process of identifying system components and their relationships is should 
be possible to re-define and more clearly state learning outcomes, adapt and adjust 
the delivery of classes and realign assessment methods and significantly improve 
feedback. By more accurately defining the added value of outputs, changes may be 
made to both the process and the input by adaptation of the teaching restaurant 
best practice model. 
2.5 Case Study Method 
The case study approach in the teaching restaurant domain appears to offer the 
most realistic framework, "a case study from a research strategy point of view may 
be defined as an empirical inquiry that investigates a contemporary phenomenon 
within its real life context, when boundaries between phenomenon and the context 
are not clearly evident, and in which multiple sources of evidence are used. It is 
particularly valuable in answering who, why and how questions in management 
research", (Yin 1989 cited in Remenyi et al 1998). Using case study method allows 
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the researcher to investigate what has happened to a business, group of businesses 
or an industry over a period of time. Depending on the dynamics of change to which 
the business or industry has been subjected, by which I mean the volatile nature of 
the business environment and the level of competitive forces that have forced 
change, case study research may cover a relatively short period of time, say five 
years perhaps in the case of a Dot Com business, to ten, twenty years or longer 
where change has taken place at a much slower rate. The case study should chart 
the events and influences that are responsible for changes that have taken place 
over time and investigate how managers have responded and developed strategies 
to manage these changes. 
2.6 Case study as a research design 
One of the problems that first appeared in the initial stages of the research was the 
complexity of researching what was after all a complex workplace with lots of human 
interaction. Although the observations and interviews were invited what 
representation of the facts was one being given and how much influence or 
distortion in the behaviour of both staff and students did the researcher exert merely 
by their presence? 
"The actual engagement of the researcher with the organisation he is studying is a 
function of at least four Factors: (1) The researcher's professional model of how he 
should proceed; (2) The expectations arising out of the organisations setting and 
towards which the researcher's behaviour must conform; (3) The needs of the 
researcher and his particular personality style of engaging other; (4) The needs of 
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those being observed, their personality styles and their perceptions of the intents of 
the researcher", Sarachek and Miller (1971, pp. 337-338). 
Embarking on a research study examining teaching restaurants using 'case study' as 
the research design it soon became clear that this approach was going to be very 
complex but despite this it was also obvious that it was well supported by the use of 
systems theory as a conceptual framework, despite the fact that some of the 
literature pointed out a number of possible problems and some were in little support 
of the approach. "The case study has long been (and continues to be) stereotyped as 
a weak sibling among social science methods. Investigators that use case studies are 
regarded as having downgraded their academic disciplines. Case studies have 
similarly been denigrated as having insufficient precision (i. e. qualification), 
objectivity, or rigor. This stereotype of case studies that began in the 20th century 
continues into the 21st century, especially compared to computer-assisted telephone 
interview (CATI) techniques, clinical and community trail research designs, and 
analytical techniques such as structural equation modelling (SEMs) and hierarchical 
linear models (HLMs)", Yin (2003, p. xiii). 
Bent Flyvbjerg comments on his initial research using case study method that 
colleagues would try and steer him away from this approach and argue that "case 
study may well be suited for pilot studies but not for full-fledged research schemes. 
Others again would comment that the case study is subjective, giving it too much 
scope for the researcher's own interpretations. Thus the validity of case studies 
would be wanting, they argued", Flyvbjerg, cited in Seale et al (2004, p. 420). 
It was obvious then that there were a number of possible pitfalls in the case study 
approach but nonetheless it still appealed as the suitable method to the research 
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that was going to be undertaken, particularly because it was concerned with 
revealing and understanding complex issues and human relationships. Being aware 
of the pitfalls was quite useful because it that it focused attention on the areas that 
may undermine the integrity of the research. Robert Yin defines the case study 
research method as an empirical inquiry, in other words a process of using 
experience, observation or an experiment in a controlled situation, in order to 
identify the reality of the nature of that being observed. Through this it investigates 
the phenomenon within its real life setting when the boundaries between the two are 
not that clear. 
2.7 Developing the research questionnaire and interview. 
Before visiting each of the selected teaching restaurants it was necessary to create a 
framework of questions that would lead the researcher through the informal 
interview process and provide a structure that would ensure each case study 
investigated the generic areas that were expected to be consistent across the 
sample. The questionnaire was constructed in generic sections that were expected to 
appear in each case although it was recognised that there would be variations. 
Where each case offered a unique aspect or different approach viewed either 
through observation or during the interview process this could be noted against the 
appropriate section of the questionnaire see appendix A. The generic areas were 
based on the systems analysis shown in figure 6. 
2.8 Case Study Complexity 
Case studies generally are complex because they typically produce large volumes of 
data from a wide range of sources. There is however a number of benefits from this 
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type of research method, building, creating or supporting existing theory, as a way of 
providing an explanation about a given phenomenon, creating a body of information 
about real life situations and thereby helping to formulate a solution to a problem, or 
to dispute or disprove assumptions about theory of human practice in workplace 
situations. 
"It is widely believed that case studies are useful in the study of human affairs 
because they are down-to-earth and attention holding but that they are not a 
suitable basis for generalisation. In this paper, I claim that case studies will often be 
the preferred method of research because they may be epistemologically in harmony 
with the reader's experience and thus to that person a natural basis for 
generalisation", Stake, (1994) cited in Gomm et at (2000, p. 21). 
The case study approach used for the purpose of this study will examine a variety of 
models that support the teaching of food and beverage management to 
undergraduate students. Case study provides a framework for understanding 
complexity both in the organisation and with the links between the various elements 
that construct the area being researched. Each of the cases researched for this study 
exhibit a number of complex relationships between the host organisations i. e. the 
university or in some cases the faculty. Further complexity comes from both historical 
and archival sources that have influenced the development of the type of teaching 
restaurant model being used, the measurement of it's outputs and the source and 
level of funding. Further complexity arises from the relationship background and 
experience of teaching and administrative staff and the quality quantity and 
experiences of their students. Given these parameters and because this research is 
based on practitioner application rather than a strictly academic generalisation 
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approach the concern is with understanding how each case works, discovering all the 
connections and how detailed analysis of this model may lead to both the creation of 
a hybrid model and or influencing the processes of best practice. As a side issue 
there may be some elements of empirical generalisation that may serve to influence 
future development in this area. "A common charge against case study research is 
that its findings cannot be generalised in the way that those of social surveys are. 
Some advocates of case study respond to this by arguing that it is directed towards a 
different kind of empirical generalisation than that offered by survey research: they 
suggest that case study work is designed to produce theories", Gomm, R. et at (2000 
p. 234). "Critics of the case study method believe that the study of a small number 
of cases can offer no grounds for establishing reliability or generality of findings. 
Others feel that the intense exposure to study of the case biases the findings", Soy, 
S. K. (1997 p. 1). Soy's study examined the benefit of an electronic community 
network for non-profit organisations and through the work of researchers Robert E. 
Stake, Helen Simons, and Robert K Yin developed a six step approach to identify 
criteria for a business based case study research: - 
" Determine and define the research questions 
" Select the cases and determine data gathering and analysis techniques 
" Prepare to collect data 
" Collect data in the field 
" Evaluate and analyse the data 
" Prepare the report 
Source: Soy, Susan K. (1997). The case study as a research method. 
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Given the complexity of case studies, particularly when more that one is used how 
easy is it to write such a report? "The typical case study report is a lengthy narrative 
that follows no predictable structure and is hard to write and hard to read. This pitfall 
may be avoided if a study is built on a clear conceptual framework. Where cross - 
case analysis is the major goal of the research, there may be no need for any single- 
case report; such a study might consist of brief summaries of individual cases, 
followed by the cross case analysis" Yin, (1981, p64). 
It is anticipated that the research outcomes will provide an understanding of the key 
elements in each of the three main sub-systems and clearly identify the interfaces 
and interactions between these three systems. In addition the emergence of 
alternative models of teaching restaurants will be examined together with an 
identification of their relative strengths and weaknesses. The process of evaluating 
and identify the operational framework of different teaching restaurant models will 
be achieve by using a questionnaire and interview. This will seek to map the 
parameters of each unit under three headings, restaurant operational systems, 
educational process systems and the system of financial control and operational 
framework. The process for measuring and identifying teaching restaurant learning 
outcomes will be achieved by using a control group of students. An audit of each 
student's ability to self-evaluate reflective practice will be taken at the beginning and 
end of his or her journey through the restaurant operations teaching programme 
appendix D together with a weekly personal log appendix B that will track their 
learning and development needs. Summaries of the findings, appendix E, are 
expected to reveal learning outcomes hitherto not considered as part of a teaching 
restaurants core activity to which a value can be attributed, identify transferable 
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learning across other disciplines and thereby add value and evaluate a variety of cost 
models that may allow others to undertake a cost value analysis on a teaching 
restaurant model. 
Case study has been in use as an investigative method of studying social science 
phenomena for many years most notably in the fields of criminology, medicine and 
social work. Its strength lies in the fact that it enables the researcher to observe in 
depth, usually from within the situation, and to understand and contextually grasp 
the various components of the case and comment upon the real life exchanges as 
they take place, taking cognisance of the relationships between both the people 
involved and the systems that are being used. In a DBA study where a business 
solution is being sought the case study requires the issues to be investigated so as to 
inform the debate. This investigation of the issues may support a solution in their 
own right but if a number of case studies are examined they will provide a broader 
spectrum of information on which to base a solution or recommendation. The case 
study offers the ideal basis for a research design because it allows the researcher to 
understand both the internal and external forces in action that create the 
environment in which people interact with process. 
"Using case studies for research purposes remains one of the most challenging of all 
social science endeavours. The case study is but one of several ways of doing social 
science research. Other ways include experiments, surveys, histories and the analysis 
of archival information. Each strategy has peculiar advantages, depending on three 
conditions: (a) the type of research question, (b) the control the investigator has 
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over actual behavioural events, and (c) the focus on the contemporary as opposed to 
the historical phenomena", (Yin. 2003 p. 1). 
A common charge made against case study, as a research method is that the 
findings are not generalisable as they are in other forms of social research. Mitchell 
(1983) and Yin (1994) cited in Gomm et al (2000, p 234) argues that the case study 
method "aims at 'analytical' not 'empirical' generalisation, while Mitchell claims that it 
involves 'logical' rather than 'statistical inference". 
Teaching restaurant 
model 
Basic craft teaching 
food and beverage 
Craft training chefs and 
waiters 
Craft plus supervisory 
skills 
Craft with management 
Management 
Management 
Operational style 
Student self-service 
i 
Funding system 
Fully funded from centre 
restaurant 
Internal staff only - various 
service styles 
Staff and public restaurant 
lunchtime opening 
Public restaurant with lunch 
and dinner 
Public restaurant lunch 
dinner and private events 
Public and private events 
Funded from centre with 
some sales 
Funded equally from sales 
and centre 
Funded from sales with 
centre support 
Funded mostly from sales 
little support 
------ ------- ---- -- -------- -- Fully commercial 
Table 3 Table of teaching restaurant styles of funding (styles of operation will be 
examined in the discussion following the case studies) 
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In selecting cases and determining the analysis and gathering techniques the 
literature review identified that there were a wide range of different models of 
teaching restaurant provision and this influenced the research design. 
From this wide range six dominant patterns emerged each showing a measure of 
uniqueness, geographical spread, size, boundary and approach to funding see table 
3. The process of selecting appropriate cases required the researcher to frequently 
refer to the research questions. 
In considering the wide range of models available it was necessary to examine each 
case in terms of its construct validity so that each element was being appropriately 
measured. 
Those that appeared too similar were grouped together and from them a 
representative sample was selected. 
Internal validity is an area of particular concern in qualitative research because if 
other researchers read the notes taken during the field research would they reach 
the same or similar conclusions about the way the situation had be depicted. It was 
therefore tested to demonstrate whether inter-relationships between the systems 
being researched lead to similar outcomes, whether these were being interpreted 
logically and in keeping with the subjects being researched, and could each model 
show that a representative sample could be obtained. To test this validity an 
independent experienced teaching restaurant professional accompanied the 
researcher on four of the six case studies and kept separate notes during the visit. 
Following the visit an overview of the finding were presented and then compared. 
In each case both the researcher and the observer came to very similar conclusions. 
External validity is mostly concerned with the extent to which findings can be 
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generalised. The research will show that although not the focus of this study some 
generalisations were possible. Gomm suggests that many social scientists ignore the 
issue of external validity completely, "the interpretivist rejects generalisation as a 
goal and never aims to draw randomly selected samples of human experience. For 
the interpretivist every instance of social interaction, if thickly described, represents a 
slice from the life world that is the proper subject matter for the interpretive inquiry. 
Every topic must be seen as carrying its own logic, sense or order, structure and 
meaning. " Geertz, C. 1973 cited in Gomm et at (2000. p. 101). Reliability of the data 
requires accuracy and precise measurement within the interview process. This may 
be difficult to replicate if the person interviewed is no longer at that particular 
institution. Certain levels of reliability will be maintained from the questionnaire 
approach and the recording of factual information however much of the interview 
process used to collect some aspects of data may be anecdotal. To some extent this 
creates a dilemma because the purpose of DBA research is to attempt to find 
solutions to real life problems and it therefore follows that to be able to solve a 
business problem, cut costs, increase profits, then one could argue that the solution 
should be generalisable. In business jargon common terminology for describing 
business decisions use words such as challenge, solution and results however in an 
educational environment, whilst these buzz words are beginning to be used more 
often, the case studies used in this research may reveal more if termed issue, 
approach and current situation. This terminology may allow generalisation of the 
cases at a conceptual level, which could prompt a different solution at an individual 
level. 
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2.9 Preparation for collecting data 
The researcher is very experienced in the operation of teaching restaurants having 
worked in this environment for more than 20 years. Whilst it is normal for case study 
research to generate large amounts of data the purpose of this research has very 
specific and relatively narrow research interests. It is unlikely therefore those large 
data sets will be used. Rather, each case study aims to provide evidence of a 
working model within a clearly defined framework on which alternatives for best 
practice and affordability may be identified. 
2.10 Field research 
2.10.1 Cases 
Research will be conducted by visits to each of the listed establishments and notes 
taken during briefings, observation and informal interviewing with members of staff, 
students and others where available. The process is likely to be intuitive in part but 
processes procedures and physical evidence will serve to strengthen the findings. 
The researchers considerable experience is this domain should confirm the evidence 
being provided. "Once you have started collecting data, you should think of yourself 
as an independent investigator who cannot rely on a rigid formula to guide your 
inquiry. You must be able to make intelligent decisions about the data being 
collected", (Yin, 2000. p62). Many of the situations in each of the case studies are 
influenced by a number of factors described earlier and the introduction to each case 
will highlight these aspects. 
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2.10.2 Student Learning Outcomes 
Part of the study examined the various teaching processes that are discussed in 
chapter 4. In order to evaluate student-learning outcomes, both practical industry 
based skills and their personal development; research was undertaken with a sample 
group of forty first year undergraduates. The process for recording the learning 
outcomes, which were conducted in the Lakeside Restaurant at the University of 
Surrey, used personal progress logs, designed by Dr Mary Dickenson, that each 
student completed at the end of each practical class, see appendix B and chapter 4. 
These logs were returned to the student at the end of the semester so that they 
could produce a reflective summary about their learning from working in the 
Lakeside Restaurant see appendix E. 
This approach had been previously trailed very successfully with level 2 students as 
part of a study into enquiry based learning and reflective practice. The students also 
completed a 'self-evaluation on reflective practice' report, designed by Mrs Jenny 
Burden, during the first week of the semester and a second one during the last week 
of the semester. This process of reflective learning helped students to embed the 
learning, particularly in areas that they found more stressful for example in their first 
communications with customers or learning new practical skills that involved role- 
play. As a teacher, it provided valuable feedback on the process of learning and 
where students needed the most support during the classes. 
The study examined student learning outcomes of both practical industry based skills 
and personal development via a sample group of 40 students during their first year 
learning experience in the Lakeside Restaurant at the University of Surrey. At the 
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beginning of the semester students were asked to complete a 25-point self- 
evaluation questionnaire, see appendix D. This questionnaire asked students to 
consider their skill/knowledge/ability of reflective practice as a method of evaluating 
experiences. During the last week of the semester they completed the questionnaire 
for a second time. Each question could be rated as: - 
"4= strongly agree 
"3= agree 
"2= sort of agree 
"1= disagree 
"0= strongly disagree 
This allowed each respondent the opportunity to score a maximum of 100 points as a 
rough guide to their strengths as a reflective practitioner. A comparison of the results 
from the first completion of the questionnaire and the second indicate that an 
improvement in this reflective process took place during the course of the semester. 
There were 26 responses from 40 students, a response rate of 65%. The mean score 
from the first data set was 68.88% whilst the mean score from the second data set 
was 77.42% see table 4. This is a significant improvement for a fifteen-week period 
and suggests that students were much more aware of reflective practice as a 
concept and what the reflective process could offer as a part of learning. 
Each week, following service in either the kitchen or restaurant students were given 
about 10 minutes to complete their personal log, a brief account of their learning for 
that day. 
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15t data set week 1 2nd data set week 15 
Range 
Mean 
Median 
Mode 
86 - 56 = 30 
68.88 
71 
61 
89 - 66 = 23 
77.42 
78 
81 
Table 4 Results of self-evaluation on reflective practice. 
In order to maintain consistency the logs asked student to consider these 
experiences under six headings: - 
What Food and Beverage skills did you learn this period? 
What was the most challenging aspect this period and why? 
What was the most satisfying aspect this period and why? 
What skills from the matrix provided have you developed most this period? 
What is the main lesson you 'learnt' this period? 
Who in the organisation has been the most influential during this period and 
why? 
As each week progressed students developed better skills at recording their learning 
and their experiences, particularly those students whose first language is not English. 
These logs were retained in files and each week another log recorded. At the end of 
the semester the logs were returned to the students as aids to memory and each 
wrote a short summary reflecting on the learning process they had undergone. Some 
of these together with a sample of personal logs can be found anonymously in 
appendix E and B. Completion of these logs was supported by examples of writing 
about personal experience so that the student could better reflect the experience. 
This provided four different and progressive approaches: - 
" Descriptive writing - describing the event, occasion or circumstance 
" Descriptive reflection - description plus feelings about the event 
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" Dialogic reflection - stepping back from the event 
" Critical reflection - learning from the event 
Closer examination of the student summaries identified the breadth of learning that 
had taken place. Whilst a substantial amount consisted of their practical learning 
there were a large number of comments of a more generic nature. The following 
comments are a couple taken at random: -" My very first experience of the Lakeside 
restaurant took place in the kitchen; I found it to be a very overwhelming and fast 
paced operation; and being thrust into such activity with little prior knowledge or 
training led to me feeling under confident in my own skills. Nonetheless, the support 
of the catering staff within the facility was second to none, and I soon found that 
although the environment is quick if you think each task through and break tasks 
down - so much can be completed in a short time. After this first session I felt 
confident in the kitchen; and so when my turn came round again and I was put into 
another role, rather than shying away from it I embraced it and found the whole 
experience to be much more enjoyable". And: - "Being a reasonably introverted 
person it was relatively difficult to delegate responsibility or communicate fluidly. 
However due to the time spent in the Lakeside, these skills began to cement 
themselves in my psyche and also within the group. This also led to the team 
chemistry and a positive group dynamic (another important aspect in a restaurant 
environment". 
Tutorial sessions took place each week and used a format of a short debriefing 
session of the previous week's events and a brief analysis of the successes and the 
challenges. Students were encouraged to analyse what had contributed to the 
success and why some issues still created challenges. In addition to learning to 
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analyse operational skills, processes and situations they also began to evaluate peer 
group performances and reliability and although not recorded as part of this study 
this had quite a marked effect in the following semester. The evidence is only 
anecdotal but perhaps legitimate within a study of human behaviour. The class sizes 
averaged 10 students and in the second semester each class is split into two 
management groups. Each group is required to manage a restaurant operation, 
concept, design, menu, marketing, finance and manage the other group who will act 
as staff. Dividing a class into groups can cause problems particularly when you have 
a mixture of cultures. Experience of creating groups over the past twenty years, 
particularly in practical classes has shown that self-selection rarely produces 
balanced groups because students will form natural alliances and friendships and will 
tend to remain in these for a group project. Selection by the tutor can also create 
difficulties of managing the group if they are too divergent, as this will sometimes 
produce splinter groups that fail to communicate with each other. From the tutors 
perspective in a practical operation each group should be equally strong and as a 
tutor one is normally aware of the stronger and weaker students. The selection 
process adopted for this exercise was random selection, an imaginary line was drawn 
through the centre of the class and those on the right became one group and those 
on the left the other. The effect that this produced was not altogether expected. 
Having spent quite a significant amount of time analysing performance in the 
previous semester students were very aware of peer ability, reliability, strengths and 
weaknesses. The first obvious sign was the body language, for most groups it was a 
shock to be in a group with certain individuals but what evolved within about ten 
minutes was a hierarchy within the group. Instead of the group dynamics imploding, 
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as had been the case many times before, they almost instantly gelled into a cohesive 
team. To hear one team member say to another "you know your trouble is that you 
never listen to what anyone says and then you have no idea what is going on" was 
actually spot on and a delight to hear. 
Creating an environment for learning that looks at the whole student appears 
successful. Students come from many different backgrounds both cultural and social 
and for most it is the first time they have moved away from home. Learning in a 
teaching restaurant environment can be a nerve racking experience even for those 
who are more extrovert in nature and this study would suggest that to create a 
learning opportunity under these situations requires close observation of human 
behaviour and using this so that each student is able to contribute to the learning 
experience. By making students aware of their own strengths and weaknesses and 
by showing them how to reflect on the actions of others teaches them to build 
strategies to create positive outcomes from otherwise negative situations. These 
broader, transferable life skills which, often take place without real recognition, are 
one of the key attributes of a teaching restaurant environment. 
2.11 Evaluation and analysis of the data. 
In the evaluation and analysis of the data the objective will be to trace patterns and 
linkages between individual case studies and map these across the various case 
studies. A re-examination of the research questions will drive the research to re- 
assess each link in the process and to interrogate possible cause and effect 
relationships and provide the opportunity to expose new knowledge or conflict based 
on the researchers own experience of this area. In the case study interview process 
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those presenting the information may inadvertently 'gloss over' some of the faults of 
their system and it is quite normal in human behaviour terms to present a positive 
outline of ones programme to those outside of the organisation. "The tactics used in 
analysis force researchers to move beyond initial impressions to improve the 
likelihood of accurate and reliable findings. Exemplary case studies will deliberately 
sort the data in many different ways to expose or create new insights and will 
deliberately look for conflicting data to disconfirm the analysis", (Soy, K. 1997 p. 4). 
By comparing the data across case studies any links can be scrutinised and will either 
support or conflict with the evidence and in either event can be more carefully 
scrutinised. 
2.12 Preparation of the report. 
In this case the report will take the form of a DBA Thesis and will present the data in 
a way that allows the reader to interpret the complex data in an easily understood 
format from which the reader may draw their own conclusions. The complexity of the 
issues and the links between them are further exacerbated by the uniqueness of the 
model used, geographical location, size, boundary and approaches to funding and 
the vagaries of working within different management structures. It was evident at an 
early stage of the research that many of the teaching restaurant models being 
reviewed owed much of their development to individuals within the organisation even 
though many of the driving forces remained obscure. Organisational culture, senior 
management views of what a teaching restaurant ought to deliver and how it should 
be funded created a background from which the teaching restaurant model emerged. 
"The fundamental debate about corporate culture was summarised by Smirchich 
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(1983), who distinguished between two groups of researchers. The first took a 
positivistic perspective and saw culture as something that an organisation had. The 
second adopted a phenomenological standpoint and conceptualised culture as a 
'process of enactment' not as something that exists 'out there' separate from people, 
but which was actually 'manufactured' by company employees as they interacted 
with one an other on a daily basis within the workplace", (Buchanan and Huczynski, 
1997, p. 514). The case studies presented represent real situations and offer a variety 
of methods in achieving their goals often through an evolved process. The study 
may not conclude with a definite solution but more likely will lead the reader to a 
series of possible solutions set against a model of best practice. 
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Chapter 3 
Case studies 
3.1 Introduction 
Following guidance from a focus group of leading academics in the field, a model 
was created to determine which cases are different as categorised from known styles 
of operation. Six case studies have been conducted over a period of a year with the 
purpose of identifying and comparing cost effectiveness against a set of teaching, 
learning and social outputs. Each case is different and reflects real life situations, 
settings, people and circumstances, and is therefore subject to interpretation within 
the theoretical framework of a systems approach to which all case studies were 
subjected. Each case will be presented and followed by a short summary. The cases 
used came from Oxford Brookes University UK, University of Surrey UK, Rosen 
College University of Central Florida USA, University of Strathclyde Glasgow UK, 
Brighton University Eastbourne UK, and Plymouth University UK. The approach was 
to use observation and interview using a questionnaire as a general guide. The cases 
will be presented as described by Yin 'a series of brief summaries of each case 
followed by a cross-case analysis' in the following way: - 
1) Introduction; brief history, physical environment overview of current offering. 
2) Location; size of restaurant/s, trading styles, teaching framework. 
3) Students; courses available class size and variety of operations. 
4) Systems; operational, financial and educational. 
5) Summary 
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3.2 Case Study One: Oxford Brookes University, Oxford UK 
3.2.1 Oxford Brookes Introduction 
Oxford Brookes University has origins from 1865 as the Oxford School of Arts and 
became a university in 1992. Brookes Restaurant is a teaching restaurant operated 
by the Department of Hospitality, Leisure and Tourism Management (HLTM), which is 
part of the Business School. Brookes Restaurant is one of three restaurants managed 
by the department. The "Brookes" restaurant provides a sixty-cover teaching 
restaurant, seated bar area and reception desk, main production kitchen, an 
adjoining bakery and a purpose built demonstration kitchen. The other two managed 
restaurants (one currently being fitted out) are not used for teaching and will 
therefore not form part of this study but are mentioned because they provide some 
paid work and work experience opportunities for students. They also create some 
revenue for the hospitality department and function under an umbrella of quality by 
special arrangement with the site caterers "Scolarest". In 1996 the University decided 
that the current model of teaching in the restaurant had become too costly. This 
model had four production kitchens and primarily used technician and domestic staff 
paid on semester only contracts together with a group of full-time academic staff. 
Restaurant turnover in 1996 was £50,000 from 20 weeks of trading. In 1996 HLTM 
conducted a review of this provision in consultation with industry and it was decided 
that a more commercial approach should be taken. The restaurant received £250,000 
of commercial sponsorship for refurbishment. Brooke's restaurant currently operates 
46 weeks per year and has replaced technician staff with commercial catering staff. 
The restaurant now has an annual turnover (2006) of £250,000. 
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3.2.2 Oxford Brookes Location, Operational Size and Style. 
Brookes Restaurant is located on the main university campus at Gipsy Lane, 
Headington, Oxfordshire. It is situated close to a residential area with good public 
transport links to the city centre. The restaurant has three allocated parking spaces 
and can negotiate up to two further spaces. The lack of parking is not regarded as a 
problem and customers expect to make their own transport arrangements. The 
restaurant has good frontage and can easily be seen from the public footpath. The 
restaurant has sixty covers with about sixty percent on a carpeted area with 
banquette seating, upholstered chairs and clothed tables, offering a full lunch menu 
with plated service. The remaining forty percent is in the window area, which has a 
hardwood floor, wooden seats, unclothed tables and offers lighter meals and snacks. 
Generally this area offers less expensive food and a quicker service. Both areas are 
licensed and offer a range of alcoholic and non-alcoholic beverages including a good 
selection of wines. The average spend for the whole restaurant is £14 per head (a 
separate breakdown between areas was not available) and the menu aims to source 
locally produced produce with an emphasis on sustainability, low food miles and low 
carbon footprint. Around fifty percent of the customers are retirees and of these 
about seventy five percent only visit the restaurant when the students are in training. 
The remaining customers are from the university and local businesses. Out of 
semester and in the two other non-teaching restaurants students are employed at a 
rate of £6.50 per hour and paid through the universities payroll system. The 
restaurant operates with a touch-screen computer system called "Clarity". 
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3.2.3 Oxford Brookes Students and Courses. 
LHTM offer three hospitality programmes at undergraduate level and from these 
some 120 level 1 students have classes in the teaching restaurant. The restaurant 
operates with classes of 24 students each weekday except Wednesday. Students 
have eleven days in the restaurant, eleven days in the kitchen and under a separate 
module operate the reception/front office area. First year students do not have a 
practical project but do have the opportunity to attain a food hygiene certificate and 
a customer service certificate in addition to the module credits. Students that fail the 
food and beverage module are not permitted to go on placement. Second year 
students use the restaurant in the evening to run events and each group has three 
practice sessions prior to running the event. Fourteen events are run each year for 
approximately 70 guests at a charge of around £29 to £35 per person. Staff overtime 
costs for these events are quite substantial and this drives up total costs per head. A 
number of these events are for the university but they have also run Tapas evenings, 
catered for weddings and funerals. The food and beverage operations programme 
employs thirteen staff including five chefs, who operate on a 'party system' and 
occasionally will employ final year students to work alongside the first years. 
3.2.4 Oxford Brookes Teaching Restaurant Systems. 
Brookes restaurant provides a very modern styled, traditional craft orientated 
approach to food and beverage management teaching that consists of three main 
components, production kitchen and bakery, restaurant and bar, reservations and 
reception. As a teaching restaurant it operates for 22 weeks per year and this 
provides each student with eleven days in the restaurant and eleven days in the 
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kitchen. The reception component is run concurrently as a separate module. Classes 
start at nine o'clock in order to allow sufficient time for food and bakery items to be 
prepared. The restaurant students finish at three thirty and the kitchen student's 
finish at two thirty. Menus are fixed price at £10.50 for two courses and £13.50 for 
three courses with four choices for each course and are changed each week, coffee 
is £1.95 for an individual cafetiere. There is a separate snack/light meal menu a full 
drinks menu that includes a dozen or so wines, house wine is £12 per bottle. With an 
average spend of £14 per head and restaurant occupancy at 95% weekly restaurant 
revenue averages £4,000 and the menu structure would suggest a kitchen gross 
profit of 70%. Out of semester menu prices are lowered to £9.50 and £11.50 
respectively and this is market driven, menu choice for starters and main dishes are 
increased to 5 but the menu is only changed once per month. During the semester 
around fifty percent of customers are termed 'loyal retirees' who come on a regular 
basis to see the students work and learn and most do not visit the restaurant apart 
from this. Out of semester the restaurant relies mainly on university staff, their 
visitors and a few local business people and there is strong competition for these 
customers, primarily from the university caterers 'Scolarest'. On occasional evenings 
the restaurant is used as a function venue. Each semester the student's run seven 
events that are charged at £29 per head and look to attract around 70 covers. This 
produces further revenues of £28,500 per year. All commercial events have a 
minimum charge of £35 per head and are catered for as and when they come. 
Initially the commercial events were criticised for being too expensive, particularly by 
university users, however the high quality of food and service has convinced the 
university that this represents good value. The University's Vice Chancellor (VC) 
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occasionally uses the restaurant for entertaining and the costing for this is more 
modest and with an emphasis of goodwill, however the VC has a private chef so 
much of this entertaining is done elsewhere. 
Food production from the kitchen and bakery aim to use locally sourced materials 
and make as much as possible in-house. The bakery provides various types of pastry 
for the main kitchen, sweet and savoury snack items and bread. The kitchen works 
on a party system with several ranges, a central hotplate and an electronic ordering 
system backed up by a chalkboard. During semester, in addition to the module tutors 
the restaurant operates with a restaurant manager, a restaurant assistant, a head 
chef, bakery chef, three sous chefs, storekeeper, ancillary staff and students. Similar 
staffing levels operate out of semester with the addition of two or three students 
who provide holiday cover and are paid £6.50 per hour through the university payroll 
system. Students are also employed on the commercial functions at the same rate. 
3.2.5 Oxford Brookes Finance Systems 
There are two aspects to teaching restaurant finance; cost of funding and revenue 
generation and these can be split between educational issues and operational issues. 
Finance issues - educational 
Teaching staff costs 
Support staff costs 
Space infrastructure charges 
Refurbishment and updates 
General maintenance 
Finance issues - operational 
Billing systems manual/electronic 
Budgeting 
Control systems physical/electronic 
Sales and revenues 
Table 5 Oxford Brookes generic finance issues educational and operational 
115 
Finance issues educational. 
Despite the limited financial information that Oxford Brookes were prepared to 
provide the following breakdown of funding, expenses and revenues generated give 
a broad picture of the issues listed above. Brookes restaurants have three main 
income streams: 
" Teaching Restaurant revenue (student driven) 
" Resource Allocation Method (RAM) allocation (central University) 
" Commercial operations 
In addition Brookes restaurant do not pay any infrastructure charges. 
Income and expenditure: - 
Trading revenue student activities 110000 
Trading revenues commercial 140000 
RAM allocation 300600 
Total 550600 
Expenditure (estimated) 
Cost of sales (56% of sales) 140000 
Staff/overhead costs 300600 
Repairs and renewals 
(retained from trading) 110000 
Total 550600 
The figures provided do not offer sufficient detailed information on which to 
accurately plot costs and their source of funding. The menu and its pricing would 
suggest a kitchen gross profit of 70% could easily be achieved and this is fairly 
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typical for this style of restaurant operation throughout industry. Therefore with 
trading revenues of £250000 one would expect to have seen a kitchen gross profit of 
£175,000. In this case the restaurant is permitted to retain £110000 of trading 
surplus to meet the costs of repairs and renewals. It is therefore not possible to 
accurately attribute total costs between trading revenue surplus and RAM allocation 
revenue. In terms of the sustainability of the restaurant as part of the teaching 
process it is not that important how the institution decides to allocate income and 
expenses but rather to provide a transparent view of funding dynamics and assess 
these against pre-determined outcomes and budgets. The restaurant keeps its own 
set of trading accounts as it finds the university system far too slow. Often business 
decisions need to be made long before the university finance team have produced 
the month's accounts. 
There are two further income streams for which little financial information has been 
provided. Brookes has an impressive demonstration kitchen that is used about forty 
times a year for student classes. When not in use it is hired out to other 
organisations at £500 per day. In addition cookery classes are given to both children 
and adults 
Finance issues operational. 
Brookes restaurant uses an Electronic Point of Sale System (EPOS) called 'Clarity' but 
only operates this system when teaching students, outside of this a paper-based 
system is preferred. The EPOS system provides checks for the kitchen and bar and 
also produces the guests' bill. It also provides inventory information, which is mainly 
used for the bar and a control system for restaurant billing. Reports from the system 
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provide sales analysis for student teaching during tutorials where they learn stock 
control procedures, inventory management. 
3.2.6 Oxford Brookes Educational System. 
Brookes restaurant provides students with the opportunity to learn a wide range of 
culinary skills including the full range of cookery methods, preparation of meat fish 
and poultry, vegetables salads and vegetarian dishes, a wide range of desserts and 
bakery products. Students work in small groups in different sections of the kitchen in 
a 'party' system moving to the next section as required. Food items prepared are 
mainly traditional and are sometimes themed. They also prepare meals for more 
formal events and buffet items. In the restaurant they provide a plated service and 
are no longer taught silver service, gueridon or lamp cookery. Tables are pre-laid 
with main course and dessert cutlery, wine glasses, side plates and knives and a 
napkin. Starter cutlery is placed once the starter order has been taken. The table is 
crumbed down before dessert is served. Students are taught a full beverage service 
including wine but do not have an espresso machine and serve coffee via individual 
cafetiere. All students have to take an environmental health food hygiene certificate 
and a customer care certificate (both offered as free standing qualifications) and 
learn about Hazard Analysis and Critical Control Points (HACCP). In addition to the 
customer care certificate students learn reception skills, meet and greet, telephone 
booking and enquiries, table allocation as part of the reception course, which is 
taught for three hours per week. 
Personal development and transferable skills has not been a taught feature on the 
course and currently are not quantifiable. The university have asked LHTM to look 
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into the issue of personal development plans (PDP) and as part of this LHTM are 
investigating the use of reflective journals. At the time of this interview it was evident 
just from talking to the students that they had gained considerable personal 
development and many transferable skills and this area of student learning would 
greatly benefit from a structured PDP. And is potentially a huge area for 
development within the curriculum. 
3.2.7 Oxford Brookes Summary 
Brookes restaurant is well managed by a long standing and large team of 
professional staff and tutors. The move to a more commercial operation is now in its 
tenth year targets are well developed and resources and funding are clear open and 
well established and although receives a subsidy via the RAM allocation it does 
generate a trading profit. The teaching style is reminiscent of a further education 
college with the majority of the skills identified as important in terms of the teaching 
process being industry led skills. There is a heavy emphasis on traditional culinary 
skills paired with a more simplified minimalist restaurant service style. This emphasis 
on culinary skill gives the restaurant the opportunity to develop a its Unique Selling 
Point (USP) of fresh locally sourced materials, low carbon footprint, sustainable food 
production and a 'made on the premises' sales appeal. 
The restaurant provides a facility for food and beverage operations, a double module 
and an events management double module. It also provides a commercial restaurant 
operation and function room. 
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3.3 Case Study Two: University of Brighton Eastbourne UK 
3.3.1 Brighton Introduction 
The University of Brighton has origins in Brighton from 1850 and at the Eastbourne 
campus from 1950; it became a University in 1992. The Culinary Arts Studio provides 
the teaching restaurant facility operated by the School of Service Management, 
which is part of the Faculty of Management and Information Services. The Culinary 
Arts Studio opened in 2006 and provides a small private dining room, converted from 
a disused storeroom, with seating for up to eight people, an open seating area with 
seating for 50 to 60 covers and an open plan kitchen. There is a small reception area 
and drinks dispense facility in one corner of the room. As a Culinary Arts Studio it is 
equipped with sophisticated audiovisual technology and computers. In 1999 
plummeting cohort numbers and increasing costs faced the acting Head of School 
(HoS). In 2004 the HoS bought in Ken Woodward as senior lecture (previously at 
Brooklands College for 15 years) on a one-year contract (2007 still in post) to 
develop changes in the way hospitality courses were delivered. Ken started by 
returning sixty percent of the space occupied by the hospitality department back to 
the university to reduce heavy infrastructure charges. Following a successful bid to 
HEFCE for £250,000 to pay for structural changes and a matched sum from the 
central university fund for equipment the Culinary Arts Studio opened. The Studio 
provides a teaching restaurant facility on Thursday's and Friday's for 40 students (20 
per day) and is used as a learning space by 2nd and 3rd years together with other 
departments during the rest of the week. Two lecturers and one term-time only 
technician staff the Studio during semesters. and outside semesters the commercial 
manager sells the space to commercial organisations for product launches, menu 
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testing, demonstrations, wine tasting, training and team building. Long term it is 
hoped that some of the released space can be bought back and used to develop 
further courses. 
3.3.2 Brighton Location Operational Size and Style 
The Culinary Arts Studio is located in a residential area close to the town and the sea 
front. It is however not easy to find unless you know the area, is up a fairly steep hill 
and is tucked away in the corner of the site. There are a number of parking spaces 
available by prior arrangement and in any event this would be necessary when 
renting it out to commercial users. In the first semester, despite having space for 50 
- 60 plus covers the restaurant restricts places to between 15 to 24 covers per day 
and as a result has a waiting list. The second semester is used by 2nd year students 
who attempt to serve 70 - 80 covers via seat turnover with target revenue of £6 per 
head. The Studio layout comprises a rectangular room with five or six rows of tables 
matched on its full length by an open plan kitchen on one side and a row of high 
stools and computer benches the full length on the other side. The windows have 
Venetian blinds that are kept closed as part of the dining experience is achieved via 
sophisticated lighting arrangements that the students can change to match the menu 
concept of the day. At one end of the room is a large plasma screen that is used in 
conjunction with cameras to further enhance the meal experience and is also used as 
a teaching aid. There is no EPOS system in place and students handle orders, billing 
and reconciliation of revenue manually. 
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3.3.3 Brighton Students and Courses 
The School of Services Management offers Foundation Degrees and three hospitality 
programmes at undergraduate level, a BA Hons in International Hospitality 
Management (IHM), BA Hons Entrepreneurship in Hospitality (EH) and BA Hons 
Marketing Food and Drink (MFD). The facility provides classes for forty students at 
level 1, forty at level 2 and currently seventy-seven at level 3. At level 3 the IHM 
students are joined by some EH students. At the time of the visit there were no 
postgraduate students studying hospitality. In addition to the degree programmes 
students are able to take the examination for the Environmental Health Officers basic 
food hygiene certificate together with a basic nutrition certificate that is centred on 
the Diet 5 programme. Placements are offered following satisfactory completion at 
each level but are encouraged to wait until completion of level 3. The price structure 
for first years aims at an average spend of £11 which generates approximately £450 
per week (2days trading) whilst at level 2 students look for a spend of about £6 per 
head but a try and achieve a much greater volume, 70 plus, of customers which 
produces an average of £460 per week. The teaching philosophy aims at teaching 
management skills and clearly states that it is not the intention to teach students to 
be waiters or chefs. One lecturer runs the restaurant and the other does the cooking 
with the aid of a technician who looks after the pastry section. The staff run the 
restaurant and the students' work along side them doing the 'mise en place'. During 
the first year the learning outcomes are broadly defined as; learning temperature 
controls, staff rotas, cash handling and health and safety and students take roles 
such as 'controller' and 'head chef' as part of teams. The development of teams is 
supported by the use of Bruce Tuckman's model of 'forming, storming, norming and 
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performing process of team development. At level 2 students investigate staff 
motivation, why people do their job and use Ken Blanchard's model of "what's 
worthwhile work"? Students are in groups of 5 and learn to collectively make 
decisions. The first 5 weeks are theory classes followed by training weeks then after 
Easter the students run the restaurant totally. The process involves using a 'brand 
audit' out of 100 they set the standard for 80 that they attempt to achieve for 
example list everything to operate a business, or how to run a business based on the 
`All Bar One' training pack. 
3.3.4 Brighton Teaching Restaurant Systems 
The Studio provides a novel approach to teaching restaurant operations. Many of the 
students entering the programme have a steep learning curve during their first year 
and the teaching style reflects this. First year students do not actually do the cooking 
they assist the chef lecturer by doing mise en place, plating up and garnishing, 
checking temperatures and generally assisting on the servery. The food service 
lecture supports food service technique but this does not include silver service or 
flambe work. A small bar area consisting of a worktop, cupboard and refrigerator 
provides sufficient product range to enable students to understand liquor service. 
The academic year starts in the first week of October and teaching in the restaurant 
starts in week 4, which is around the 20th of the month. Teaching continues for 15 
weeks until the end of January, which equates to 11 weeks of production classes. 
Because of the way that the groups are set up each group has 9 operational 
sessions. This teaching schedule is-rather complex so a copy of its organisation is in 
appendix C. Classes run each day from 09.00 until 16.00 and the module is 
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compulsory for all three of the degree programmes. Menus and pricing changes 
throughout the year with Christmas lunches creating the most revenue and the 
longest waiting lists. Because the restaurant has such restricted opening hours 
demand nearly always outstrips supply but this does mean that the students get a 
full class on which to practice. Many of the food items on offer are snacks at an 
average price of about £3 and are designed to teach basic food and beverage 
production and service skills. From the end of January through to Easter 2nd year 
students train and practice for their management projects that commence after 
Easter. Each group has five or six opportunities to manage the restaurant and daily 
sales are approximately £450. Out of the semester the restaurant area is handed 
back to the University to be rented out commercially as a specialised teaching space. 
3.3.5 Brighton Finance Systems 
There are similar finance issues to all teaching restaurant finance; cost of funding 
and revenue generation and these can be split between educational issues and 
operational issues, but this is a very different model in the way it has structured it's 
use of a teaching room. 
Finance issues - educational 
Teaching staff costs 
Support staff costs 
Space infrastructure charges 
Refurbishment and updates 
General maintenance 
Finance issues - operational 
Billing systems manual/electronic 
Budgeting 
Control systems physical/electronic 
Sales and revenues 
Table 6 The Culinary Arts Studio Brighton educational and operational financial issues 
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Finance issues educational. 
Despite the limited financial information that The Studio were prepared to provide 
the following breakdown of funding, expenses and revenues generated give a broad 
picture of the issues listed above. The Culinary Arts Studio has three main income 
streams: 
" Teaching Restaurant revenue (student driven) 
" RAM allocation (central University) 
" Commercial operations 
Income and expenditure: - 
Trading revenue student activities 15,000 
Trading revenues commercial not known 
RAM allocation not known 
Total 15000 
Expenditure (estimated) 
Cost of sales (40% of sales) 6000 
Staff/overhead costs not known 
Repairs and renewals 
(Retained from trading) 9000 
Total 15000 
The figures provided do not offer sufficient detailed information on which to 
accurately plot costs and their source of funding but the method that has been 
adopted to minimise costs and maximise income is innovative and creative. The 
125 
menu and its pricing would suggest a kitchen gross profit of 70% could easily be 
achieved and this is fairly typical for this style of restaurant operation throughout 
industry. Therefore with trading revenues of £15000 one would expect to have seen 
a kitchen gross profit of £10500, which the restaurant is permitted to retain to meet 
the costs of repairs and renewals. It is therefore not possible to accurately attribute 
total costs between trading revenue surplus and RAM allocation revenue. In terms of 
the sustainability of the restaurant as part of the teaching process it is not that 
important how the institution decides to allocate income and expenses but rather to 
provide a transparent view of funding dynamics and assess these against pre- 
determined outcomes and budgets. The balance of income and expenditure is 
calculated on a totally different basis to most facilities of this type. Any time the 
facility is not required directly for hospitality programmes it is returned to the centre 
for other uses. Having been specifically designed to be a self-contained unit with a 
good lockdown system designed to enable this to be achieved. Apart from the initial 
investment, most of which went into structure alterations and specialist audiovisual 
equipment the cost to the hospitality module is similar to that of any other module 
using a university central pool room. The faculty as in other institutions maintains the 
teaching staff and the only other expense is a term time only technician. 
There are no other income streams for which information has been provided but the 
facility is building a reputation for specialist culinary commercial activities, which 
have the potential to generate income for the School and thereby offset other costs 
incurred from teaching. 
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Finance issues operational. 
The Culinary Arts Studio (CAS) does not use an Electronic Point of Sale System 
(EPOS) but instead relies on manual paper transactions. Any cash shortfall is made 
up from student tips. The lack of an EPOS system reduces the opportunity to 
investigate inventory management, sales analysis, stock control procedures and 
although these can be done manually this is not very representative of the current 
industry trends. 
3.3.6 Brighton Educational System 
The CAS restaurant provides students with the opportunity to learn culinary skills 
from observation. Quite a few of the food items prepared are snacks but they also 
produce a range of traditional dishes that are sometimes themed. The majority of the 
cooking is done by the chef lecture that maintains the students are not there to learn 
to be chefs. In the restaurant they provide a plated service and are no longer taught 
silver service, gueridon or lamp cookery. Table settings are adjusted to the style of 
service and food being offered. Students are taught a range of beverage services 
including wine but do not have an espresso machine and serve coffee via individual 
cafetiere. All students have to take an environmental health food hygiene certificate 
and a food nutrition certificate (both offered as free standing qualifications) and 
learn about hazard analysis and critical control points (HACCP). As part of the 
customer care training students learn reception skills, meet and greet, telephone 
booking and enquiries and table allocation. 
All restaurant operational classes are group work and first year students in particular 
have great problems with this. They appear to have little understanding about 
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themselves as team players or any understanding of group dynamics. Quite a lot of 
effort is spent on teaching these skills through reflective learning techniques and 
second years appear to have a much better grasp on this. 
Personal development and transferable skills has not been a taught feature on the 
course and currently the extent of this development is not quantifiable. The overall 
learning outcomes from the training restaurant module are categorised as follows: - 
1) Will be able to carry out a number of operational managerial roles within a 
food and drink service area. 
2) Identify and compare a variety of food and drink service delivery systems 
3) Demonstrate an understand the usefulness of a nutritional analysis database 
from a personal and managerial perspective 
4) Work to a specific standard of food production and service within current UK 
legislation 
5) Respond positively to a variety of customers' wants and needs 
6) Plan, organise and control a meal experience and report effectively on its 
management 
It is not clear whether the university have asked CAS to look into the issue of 
personal development plans (PDP) but the use of reflective learning in terms of team 
dynamics would be a good direction in which to develop this. At the time of this 
interview it was not possible to talk to the students but it was evident from talking to 
the teaching staff that student learning would greatly benefit from a structured PDP 
and is potentially a huge area for development within the curriculum. 
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3.3.7 Brighton Summary 
The CAS facility is well managed under the stewardship of Ken Woodward and his 
approach to maintaining a teaching restaurant facility at a time of low student 
numbers and increasing costs is both innovative and creative. The training restaurant 
operates in the traditional way in terms of recurrent expenditure with customers 
paying reasonable prices and the modest profits being retained for renewals. The 
move to a more commercial operation has been kept away from the teaching by 
handing the facility back to the university out of semester and this is currently being 
developed. Future resources and funding are planned for the development of more 
hospitality programmes, but the impression one gets at the moment is of 
rationalisation rather than expansion. The teaching style is reminiscent of a further 
education college but with much less emphasis on industry skills. 
The restaurant provides a facility for food and beverage operations, a double module 
and an events management double module. It also provides a commercial restaurant 
operation and function room. 
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3.4 Case Study Three: University of Strathclyde Glasgow UK 
3.4.1 Strathclyde Introduction 
The University of Strathclyde began in 1796 as the Anderson's Institution and by 
1828 had become Anderson's University. During the next 135 years the university 
grew and merged with other institutions until in 1963 it became the University of 
Strathclyde. The Scottish Hotel School began in 1944 and developed a range of 
hospitality programmes over many years. It is now the Department of Hospitality and 
Tourism Management within the Strathclyde Business School. Strathclyde is not a 
campus university; its expansion over the years has meant the acquisition of 
numerous buildings across the city of Glasgow. The Business School is housed in the 
Curran building and the teaching restaurant is on the forth floor which gives it little 
public prominence but at the time of the research visit plans were being discussed to 
move the business school to a purpose built building and to give the teaching 
restaurant a much more public presence, an opportunity to re-design the model and 
the chance to re-brand. The current teaching restaurant dates from the 1980's and 
provides practical classes for undergraduates, food and beverage operations and 
postgraduates, MSc in International Hospitality (Cuisine). The teaching restaurant 
generally operates for a maximum of 40 weeks per year depending on the 
programmes and other short courses being offered but in 2007 did not open at all 
during the summer vacation. 
3.4.2 Strathclyde Location Operational Size and Style 
The teaching restaurant is located on the forth floor on the Curran building which 
also houses the Business School. This is one of a number of buildings in a mixed 
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residential and business area about 1 mile from Glasgow city centre, but there is little 
indication from outside that a teaching restaurant exists. Parking is unpredictable, 
there are multi-storey car parks and on street parking but these are both expensive 
and can be of particular concern when visiting teaching restaurants with sometimes 
unreliable service times. 
The restaurant opens every day except Tuesday and for lunch only and does about 
150 covers per week but these operational hours are currently the subject of a 
review to increase utilisation. The teaching restaurant has a reception area, a bar 
with seating, a main restaurant area that can seat approximately 60 covers in 
restaurant style or around 100 seated for a function and a large main kitchen that 
includes both a pastry and larder section. The operational style is very much from 
the hotel school tradition, clothed tables dark furniture classical French style cuisine 
and highly focused on traditional craft classes using silverware and silver service. The 
wine list is extensive as is the range of liquor including as one might expect a range 
of malt whiskies and liquor studies form part of the programme. 
3.4.3 Strathclyde Students and Courses 
The department of Hospitality and Tourism Management offer both undergraduate 
and graduate programmes. At undergraduate they offer a Bachelor of Arts (BA) with 
Honours in Hotel and Hospitality Management and five derivatives, Hotel and 
Hospitality Management with, Marketing, Business Law, Economics, Tourism and 
Human Resource Management. 
The restaurant only offers evening opening or special functions on rare occasions 
and is currently not undertaking any commercial operations outside of normal 
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classes. Students commence their practical studies in the first year and there are 
options that students can select that continue thought to the second year. The final 
year is for students taking the honours programme. 
Students are engaged in the preparation and cooking of the food and the learning 
outcomes are broadly defined as; learning basic cookery, pastry work and larder 
preparations, temperature controls, staff rotas, cash handling and health and safety 
and students take roles such as `controller' and 'head chef' as part of teams. The 
facility provides classes for 28 students per day, 14 front of house and 14 in the 
kitchen; the kitchen area is broken down into 3 sections, pastry, larder and main 
kitchen. 
The pricing structure produces an average spend of £9 per head and the restaurant 
revenue is approximately £1,500 per week which equates to between 150 and 160 
covers per week. 
3.4.4 Strathclyde Teaching Restaurant Systems 
The Strathclyde teaching restaurant provides students with the opportunity to learn 
high levels of culinary skill through its team of professional chefs. Akin to many high- 
quality FE colleges the skill sets include high-level larder preparation including meat, 
fish, poultry and game. In the main kitchen French style cuisine is taught with many 
classical preparations, sauces and cooking styles. The students are well supported 
and do much of the cooking in the partie system. Although not training to be chefs 
the level of skills taught is very high. The pastry section, as with the larder, has a 
specialist professional chef to support the students learning where they cover the full 
range of pastries and desserts to a very high standard. The restaurant has a silver 
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room and a range of elegant silver service ware. The restaurant provides a wide 
range of services including plated service silver service, gueridon and lamp cookery. 
Table settings are adjusted to the style of service and food being offered. Students 
are taught a range of beverage services including wine and general bar work. As part 
of the customer care training, students learn reception skills, meet and greet, 
telephone booking and enquiries and table allocation. All restaurant operational 
classes are group work and students learn to develop skills in group work dynamics 
as part of their preparation for summer placements. These include a full range of 
operational personal skills including team working, customer interaction, dealing with 
complaints, telephone answering, supervisory skills and presentation skills. Personal 
development skills of the type listed in question 4 of the questionnaire appendix A 
may be learnt and reflected upon as part of a portfolio of Continual Personal 
Development (PDP). 
3.4.5 Strathclyde Finance Systems 
Most teaching restaurant facilities have similar patterns of funding. These are 
teaching restaurant finance; cost of funding and revenue generation and these can 
be split between educational issues and operational issues. 
Finance issues - educational 
Teaching staff costs 
Support staff costs 
Space infrastructure charges 
Refurbishment and updates 
General maintenance 
Finance issues - operational 
Billing systems manual/electronic 
Budgeting 
Control systems physical/electronic 
Sales and revenues 
Table 7 Strathclyde restaurant educational and operational finance issues 
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Finance issues educational. 
The following breakdown of funding, expenses and revenues generated give a broad 
picture of the issues listed above. The Strathclyde teaching restaurant has three 
income streams: 
" Teaching Restaurant revenue (student driven) 
" RAM allocation (central University) 
" Commercial operations (currently not operational 
In addition Strathclyde's restaurant does not pay any infrastructure charges. 
Income and expenditure: - 
Trading revenue student activities 140,000 
Trading revenues commercial nil 
RAM allocation not known 
Total 140,000 
Cost of sales (40% of sales) (56,000) 
(retained from trading) 84,000 
Staff/overhead costs 270,000 Est. 
Repairs and renewals not known 
Total (186,000) 
The figures provided do not offer sufficient detailed information on which to 
accurately plot costs and their source of funding. The menu and its pricing would 
suggest a kitchen gross profit of 70% could be achieved and this would be typical for 
this style of restaurant operation throughout industry, however this is notoriously 
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difficult in a teaching restaurant operation that is not commercialised. With trading 
revenues of £140,000 one expect to have seen a kitchen gross profit of nearer 
£100,000. some of which would need to be retain to meet the costs of repairs and 
renewals. It is therefore not possible to accurately attribute total costs between 
trading revenue surplus and RAM allocation revenue. In terms of the sustainability of 
the restaurant as part of the teaching process it does become important how the 
institution decides to allocate income and expenses in order to provide a transparent 
view of funding dynamics and assess these against pre-determined outcomes and 
budgets. The restaurant keeps its own set of trading accounts as it finds the 
university system far too slow but operating at such a deficit is likely not sustainable 
in the long term. 
Finance issues operational. 
The Strathclyde restaurant uses an Electronic Point of Sale System (EPOS). The 
EPOS system provides checks for the kitchen and bar and also produces the guests' 
bill. It also provides inventory information, which is mainly used for the bar and a 
control system for restaurant billing. Reports from the system provide sales analysis 
for student teaching during tutorials where they learn stock control procedures, 
inventory management. 
3.4.6 Strathclyde Educational System 
The degree structure provides for a BA Pass Degree of three years with the option of 
progressing to an Honours degree with a further year of study. The university does 
not show a professional training year as part of the course therefore the university 
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strongly advises students to seek industrial experience during the summer vacation 
and the university supports this. The Director of Professional Practices (DPP) will 
assist in finding these 'placement' opportunities, advise on appropriate training goals 
and encourage students to build up a portfolio of Continual Personal Development 
(CPD) 
The Restaurant Operations teaching philosophy aims at teaching both craft skills and 
management skills and employs a team of 9 staff. As part of this team the 
production kitchen has three or four professional chefs that work alongside the 
students in each of the departments. 
In the restaurant they provide a variety of different service techniques including 
plated service, silver service, gueridon and lamp cookery. Table settings are adjusted 
to the style of service and food being offered. Students are taught a range of 
beverage services including wine and experience a wide range of hot beverages, tea, 
coffee and light beverages with tutored tasting by Matthew Algie as part of their 
beverage studies. 
All students study environmental health and food nutrition and learn about hazard 
analysis and critical control points (HACCP). As part of the customer care training 
students learn reception skills, meet and greet, telephone booking and enquiries and 
table allocation. According to the Hospitality Departments website the following are 
Key features of the teaching restaurant programme: - 
" Laboratory-based management education with a focus on quality outcomes 
compatible with contemporary industry standards 
" Experience of customer service, teamwork and staff management in an 
operational unit open to the public 
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"A Management Development Programme which develops transferable skills, 
knowledge of cross discipline business-related areas and Information and 
Communications Technology 
" Close links with the hospitality industry ensuring up-to-the-minute relevance 
of the subject matter in addition to the study of core issues and techniques 
Source: www. strath. ac. uk/htm/courses/hotelhospitalitymanagementundergraduate/ 
3.4.7 Strathclyde Summary 
The Department of Hospitality and Tourism Management are currently reviewing 
their teaching restaurant operations. High costs and under utilisation of the facility 
together with its location create difficulty in sustaining future development 
investment. The current model offers students a very high level of competency in 
food and beverage operations and other specialist food areas in the true traditions of 
an hotel school but as part of the Faculty for Business new management skills begin 
to feature more in the time table and to retain a quality teaching restaurant facility 
will require better use of resources. 
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3.5 Case Study Four: Rosen College University of Central Florida 
USA 
3.5.1 Rosen College Introduction 
The University of Central Florida (UCF) was originally named Florida Technological 
University when it was established in 1963. It now operates through a series of 11 
fully accredited regional campuses that provide a variety of programmes in 
convenient locations across central Florida. UCF offers 24 bachelor's degree 
programmes 19 minors and 13 graduate programmes. 
Rosen College was established in 1979 and is one of the campuses affiliated to UCF 
located in the central area of the city of Orlando. The college campus is some 1400 
acres with 160,000 square feet of purpose built teaching space including 18 high 
tech class rooms, an executive education centre, a 200 seat teaching dining room 
and bar, a bar and wine laboratory, two teaching kitchens and a 400 seat 
auditorium. Rosen college states on it's website that it is located in the largest 
learning laboratory in the world for hospitality and tourism. The city of Orlando 
boasts 48 million visitors annually, has 120,000 hotel rooms 4,000 restaurants and 
75 theme parks. Rosen College only specialises in hospitality degree programmes at 
both undergraduate and graduate level and aspires to be the leading provider for 
hospitality management education worldwide. Rosen College do not have a teaching 
restaurant as such but instead utilise the two professional teaching kitchens and the 
multipurpose teaching dining room to provide food and beverage operations 
teaching. There are 1800 students enrolled across all programmes and across all 
levels and the kitchens and function space are available for all of these. The classes 
operate with 31 full-time faculty plus technicians and 27 teaching industry 
executives. The function space is used on a commercial basis. 
3.5.2 Rosen College Location Operational Size and Style 
Although Rosen College is located in a fairly central area of Orlando because the city 
is over 100 square miles in size the Rosen Campus provides car parking spaces for all 
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of its students (and staff). It also provides accommodation for all freshers and a 
number of final year senior students who help to maintain order. The college building 
is purpose built for hospitality programmes and was designed as a Mediterranean 
resort. It has a reception area of a size and quality that a first class hotel would not 
be ashamed of, a bar area that supports the function room and kitchens. The 
function room is more or less one large rectangular space with windows and French 
doors all along one side opening out on to landscaped gardens, service areas at each 
end that store stacking chairs, oval and round table tops, table bases and a variety of 
staging and servery counters used for the different events held there. Along the 
other side are the two kitchens, one is a teaching kitchen set out with multiple 
workstations and a central stove area and is used to teach first year students basic 
cookery techniques. The other kitchen is a full production kitchen set out in the 
'partie' style and is used to supply the function room and teach food production to 
the second year students. Parking is available for customers using the function 
facility although these are often corporate events and coaches are used. 
The function/dining room area is the only food and beverage outlet used to train 
students and functions range from 50 to 250 dollars per head. The college also has a 
room dedicated to those that have endowed the college with wall plaques for those 
giving $250,000 to $950,000 and ornate stands with corporate insignia for those 
donating $1 million or more and this room is quite crowded. With so much of 
hospitality corporate America on its doorstep, and using the restaurant operations 
teaching style that it has adopted it is unsurprising that Rosen has so many 
endowments. 
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3.5.3 Rosen College Students and Courses 
Rosen College offers two programmes of study at bachelors level, Hospitality 
Management and Restaurant and Food Service Management. The College operates 
over two semesters and the bachelor programmes are for four years. There are 
also a number of Minors that are based on 18-hour tuition and count towards 
specialisms within the programmes. All programmes whether undergraduate or 
graduate are presented as hours of tuition. So for example the hospitality core 
subjects include guest services management 3 hours, hospitality financial accounting 
3 hours, hospitality communications 3 hours, legal environment in hospitality 3 hours 
and provides twelve areas of study totalling 34 hours of tuition. Tuition charges are 
calculated in dollars per taught hour at two rates, Florida resident undergraduate 
programme $118.72 and Non-Florida resident $592.10 which includes an out of state 
charge of $450. 
The BSc in restaurant and food service management focuses primarily on managing 
restaurants and food service operations and includes aspects of restaurant design 
and planning, food preparation franchise development, food and beverage 
management and cost controls, banquet organisation and multi-unit food service 
operations. The BSc in Hospitality Management is a broader programme covering all 
aspects of the hospitality industry and includes a General Education foundation 
taught by faculty from another UCF college. This programme also offers what are 
termed 'Concentrations' which, are available as additional study areas and include, 
Event Management, Financial Management and Technology, Golf Management (there 
is an 18 hole championship golf course adjacent to the college), Lodging 
140 
Management, Theme Park and Attraction Management etc., and utilise the 
experience of industry specialists in the tuition. 
3.5.4 Rosen College Teaching Restaurant Systems 
The process of teaching food and beverage operations at Rosen College offers yet 
another approach to those previously discussed. Rosen College requires all 
undergraduates to attain some industry experience in food service directly from 
industry and to facilitate this works with over a hundred different local organisations. 
As stated earlier there are a vast number of hospitality operations opportunities from 
which to choose in Orlando. This part of the course called 'learning on the job' 
requires all students to gain experience relevant to their professional interests via 
three internships. The college has 'Cooperative Education' staff to direct the student 
experiences to ensure they gain tools that promote the development of leadership 
skills in addition to the practical operational skills. The students receive payment for 
the roles they carry out which may range from server to shift manager depending on 
where they are in the programme. Students are expected to attain at least 800 hours 
of work experience before graduating. Prior to their first internship students 
undertake a series of practical classes working in the teaching kitchens. First year 
students learn basic cookery skills and cook for themselves. Second year students 
cook for and serve on banquets in the teaching dining room. Learning is enhanced 
through the organising and hosting of events including receptions and entertainment 
events. Rosen College does not regard itself as a culinary school but does educate 
students in food and beverage management. An event for 200 people at $100 per 
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head generates considerable revenue for example a fashion show taking place at the 
time of the research visit generate about $25,000. 
3.5.5 Rosen College Finance Systems 
This American model of teaching food and beverage operations has a rather different 
approach to financing practical classes. There are similar finance issues to all 
practical restaurant class finance; cost of funding and revenue generation and these 
can still be split between educational issues and operational issues, but both the 
location of this College and the American culture of funding higher education both 
serve to create a different structure. 
Finance issues - educational 
Teaching staff costs 
Support staff costs 
Space infrastructure charges 
Refurbishment and updates 
General maintenance 
Finance issues - operational 
Billing systems manual/electronic 
Budgeting 
Control systems physical/electronic 
Sales and revenues 
Table 8 Rosen College dining room and kitchens educational and operational finance 
issues 
Finance issues educational. 
Financial information was very limited but the following breakdown of funding, 
expenses and revenues generated give a broad picture of the issues listed above. 
Rosen College has three main income streams: 
" Teaching Dining room revenue (College driven) 
" Endowments (College driven) 
" Tuition fees 
For the purpose of this exercise only revenues from the teaching dining room will be 
examined. All staffing costs and infrastructure charges are borne by the college. The 
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teaching dining room is also regarded as a revenue generating centre and is run 
strictly on a commercial basis. 
Income and expenditure: - 
Trading revenue student activities 1,500,000 
Trading revenue outside of semester not known but thought to be substantial 
Total 1,500,000 
Expenditure (estimated) 
Cost of sales (30% of sales) 450,000 
Staff/overhead costs not known 
Repairs and renewals not known 
(Retained from trading) 1,050,000 
Total 1,500,000 
Whilst the figures provided do not offer sufficient detailed information on which to 
accurately plot costs and their source of funding the whole approach is based on a 
different system of funding, more akin to that of a public school in the UK, in that all 
cost centres have to be self funding, there is no state aid. Rosen College have to pay 
a license fee based on tuition income to UCF as part of their affiliation but meet all 
other expenses themselves. This means that although it calculates the cost of 
maintaining the college on a square yard basis it does not have to charge itself 
infrastructure costs but merely has to identify levels of inputs and utilisation and the 
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returns on outputs, both educational and financial, on the space allocated to different 
aspects of the programme. 
Given the location it would be difficult for the College to compete commercially 
without the support of local hospitality companies and because the tuition process is 
so integrated with these commercial organisations there is a genuine interest from 
corporate Orlando to support this area of student learning. With the need for 
students to undertake practical paid experience across a wide range of hospitality 
operations these organisations are important stakeholders. 
Finance issues operational. 
The operational style does not require the use of an EPOS system but one is installed 
in the bar (Micros) for teaching purposes. The style of teaching requires all students 
to attain a broad based industry experience where a variety of electronic revenue 
controls are available. 
3.5.6 Rosen College Educational System 
Rosen College teaching dining room and kitchens provide the students with the 
opportunity to learn practical skills on a demonstrate-imitate basis. In the first year 
students will cook a wide variety of foods under the instruction of a professional 
chef. The food is then eaten/tasted by the students and the cost of this is calculated 
in the tuition fee for this module. First year students also attend wine and beverage 
classes in the bar laboratory where they learn about cocktails, wines, spirits beers 
and soft drink preparation together with tuition on a range of hot beverages. Food 
service skills are taught as part of the banqueting and events programme with 
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second year students acting as senior staff and organisers. In the second year 
students cook in the professional kitchen and prepare food for the various functions. 
Here again students are learning to manage this environment in addition to learning 
the technical skill they need. This whole operational system allows the students to 
take ownership of the events and students can cover different modules within the 
same class. At the time of the research visit students doing the Event Management 
`concentration' were organising a fashion show with canapes and drinks. Hospitality 
Management programme students were managing the food and beverage operations 
part and Restaurant and Food Service students were managing and preparing the 
food and beverages. 
Although working under a different legislative framework for the UK all students have 
classes on environmental issues, health food hygiene and food nutrition and learn 
about hazard analysis and critical control points. As part of the customer care training 
students learn reception skills, meet and greet, telephone booking and enquiries by 
working on the main college reception desk. 
All restaurant operational classes are group work and often first year students will 
work with second years on a 'buddy' system. They appear to have a good 
understanding about themselves as team players and learn to understand group 
dynamics. 
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3.5.7 Rosen College Summary 
Rosen College is well managed under the leadership of Dean Abraham Pizam. The 
approach to teaching mixes academic theory and practical tuition in the style of an 
apprentice and with their strong ties and close proximity to the enormous resources 
in the city of Orlando town and gown truly come together. 
The practical internships are different in character to the professional training year 
used at Surrey to aid students into the world of commerce. At Rosen College the 
series of three shorter, paid internships together with the events management 
cookery and banquet service offered in the teaching dining room provide a well 
grounded programme of hospitality education. The teaching style allows close 
integration between students on different programmes which allows them to gain an 
understanding of the different demands placed on different parts of an organisation, 
the event organiser and the head chef or the bar manager and the reception host, 
this interaction provides a good learning opportunity. The whole process of funding is 
different with substantial endowments high tuition fees and very commercial 
utilisation of practical teaching space Rosen College has considerable financial 
resource. 
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3.6 Case Study Five: Plymouth University Plymouth UK. 
3.6.1 Plymouth Introduction 
The University of Plymouth has origins as an educational establishment dating back 
to 1862 and became a university in 1992. It is not a campus university in the 
strictest sense with a variety of buildings across the city and has partner institutions 
across South Devon and Cornwall at City College Plymouth, South Devon College in 
Torquay and Cornwall College. The teaching restaurant is called Pilgrim's Cafe and is 
operated by the Hospitality department in the Faculty of Social Science and Business. 
Pilgrims Cafe offers three distinctly different restaurant services within one area, the 
Blue table, the self-service coffee shop and a seated restaurant area. All three are 
serviced from a single kitchen an open plan servery and a central wash-up. The Cafe 
is open to staff, students and the public Monday to Thursday from 09.30 until 14.00 
and is closed on Fridays. This model of the teaching restaurant is now in its second 
year having moved from a more traditional craft college based operating style. The 
infrastructure charge of £50K and the cost of staffing are borne by the University and 
Faculty respectively. The restaurant operates during term time only currently 17th 
September through to 23rd May and is used occasionally by the Faculty outside of 
these times but not for conferencing who have their own facility. 
3.6.2 Plymouth Location Operational Size and Style 
Pilgrims Cafe is located on the edge of the city in a mixed residential business area 
central to the university halls of residence. The entrance is not that prominent and 
there is very little passing trade other than students. There are no parking spaces 
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attached to the cafe but street parking via meters and a multi storey car park are 
close by. 
The cafe has a large open seating area with a modern servery counter in one corner 
behind which is located the kitchen, stores, office and wash-up areas. Different 
furniture, different lighting and different flooring material separate the three areas of 
service. The Blue Table offers 12 covers on one long refectory style table and each 
customer has a seating area similar to that one might have on an aeroplane and a 
£2.99 fixed price menu. The newly opened Tapas Bar has six or seven medium-sized 
round tables so can seat around 24 covers and the main restaurant area, currently 
featuring a carvery at £4.95 per head, seats around 50 covers. The restaurant uses 
an EPOS system and has hand held terminals and flexible furniture that enables it to 
be transformed into other styles of eatery as required. There is also a very small 12 
seat open air dining area at the front of the building which allows additional covers 
to be served - weather permitting. 
3.6.3 Plymouth Students and Courses 
The Faculty of Social Science and Business offer four hospitality management 
degrees; BSc. Hons Hospitality Management, BSc. Hons Tourism and Hospitality 
Management, BSc Hons International Hospitality Management and BSc Hons Cruise 
Operations Management. Each programme has a core module of Food and Drink 
Operations at level one and Managing Food and Drink Operations at level 2 that 
utilise Pilgrims Cafe and students gain experience of a wide variety of service styles 
and concepts, food preparation and cooking, counter servery and cashiering and bar 
work. The Pilgrims Cafe's mission is to provide a contemporary, realistic operating 
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environment in which the students can develop their skills as motivators, problem 
solvers and team players in order to provide an enjoyable restaurant experience. 
They place a significant emphasis on social responsibility via their focus on local 
produce, fair trade products and an awareness of food miles and environmental 
impact. There are forty students in the current cohort and they work in groups of 
eight to ten, with three technical staff, one facility manager and a lecturer. 
3.6.4 Plymouth Teaching Restaurant Systems 
Pilgrims Cafe optimises its space by offering three distinct food and beverage 
operations within a single area. The restaurant is very popular and usually fully 
booked. The Blue Table concept is designed to offer a quick good value lunchtime 
experience based around the traditional 'Plat du Jour' served within 15 minutes. At a 
minimum price of £2.99 the lunch consists of a dish of the day, a hot beverage and a 
glass of Devonia spring water. Additional items can be purchased at regular Pilgrims 
prices so this gives students the opportunity to up-sell. Reservations are not 
accepted for the Blue Table so often there is a queue for places. The coffee shop 
area is currently offering a Tapas Bar menu and here customers can order and 
collect their meal from the counter and have a drink served at the table. Prices vary 
but average spend is about £6 per head. The main seating area is used as a 
convention restaurant with square or rectangular tables that can be set for multiples 
of 2 or 4 covers. Themes include carvery and other speciality menus offered on a 
cyclic system with a choice of two starters, four main courses including one fish dish 
and one vegetarian option and a choice of desserts. The restaurant opens at 09.30 
and offers a breakfast roll (egg bacon and sausage) together with a hot beverage for 
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£1.99 and this has proved both popular and profitable. Weekly average spend varies 
throughout the term depending on the theme but overall works out about £11 per 
head. 
3.6.5 Plymouth Finance Systems 
There are similar finance issues to all teaching restaurant finance; cost of funding 
and revenue generation and these can be split between educational issues and 
operational issues, but this is a very different model in the way it has structured it's 
use of a teaching room. 
Finance issues - educational 
Teaching staff costs 
Support staff costs 
Space infrastructure charges 
Refurbishment and updates 
General maintenance 
Finance issues - operational 
Billing systems manual/electronic 
Budgeting 
Control systems physical/electronic 
Sales and revenues 
Table 9 Pilgrims Cafe educational and operational finance issues 
Finance issues educational. 
Despite the limited financial information that Pilgrims Cafe (PG) were prepared to 
provide the following breakdown of funding, expenses and revenues generated give 
a broad picture of the issues listed above. PG has two main income streams: 
" Teaching Restaurant revenue (student driven) 
" RAM allocation (central University) 
There are virtually no commercial operations outside of teaching 
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Income and expenditure: -£ 
Trading revenue student activities 95,000 
RAM allocation not known 
Total 95,000 
Expenditure (estimated) 
Cost of sales (45% of sales) 42,750 
Staff/overhead costs met by university 
Retained from trading used for 52,250 
repairs and renewals 
Total 95,000 
The restaurant has undergone considerable restructuring over recent years and 
following this a new style of operation is now in the process of development. Similar 
to Brighton in some ways in that it has had to meet changes in student 
demographics and increasing costs by changing the way it does things. The figures 
provided do not offer very much detailed information on which to accurately plot 
costs and their source of funding but the method that has been adopted to minimise 
costs and maximise income is innovative and creative. The menu and its pricing 
would suggest a kitchen gross profit of around 55% could easily be achieved and this 
is fairly typical for this style of teaching restaurant operation where the customer 
base is predominantly students and retiree's. At the present time there is very little in 
the way of corporate business or provision to service university visitors and most 
revenue is on a cash basis. With normal trading revenues of approximately £95000 
one would expect to have seen a kitchen gross profit of about 70% or £66,500 but 
this may not attract the volume of customers required for the style of operations to 
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be busy enough for ten students in the class. At present the restaurant is permitted 
to retain any surpluses to meet the costs of repairs and renewals or investment in 
new equipment. It is therefore not possible to accurately attribute total costs 
between trading revenue surplus and RAM allocation revenue. In terms of the 
sustainability of the restaurant as part of the teaching process it is not that important 
how the institution decides to allocate income and expenses but rather to provide a 
transparent view of funding dynamics and assess these against pre-determined 
outcomes and budgets. There are no other income streams for which information 
has been provided but the facilities is building a reputation for good quality fairly 
traded food and has both the potential and desire to extend the current operations 
into an evening service and more formal functions. 
Finance issues operational. 
Pilgrims Cafe is primarily a cash based business and purchases food locally. It uses 
an Electronic Point of Sale System (EPOS) together with hand held terminals. 
Students are responsible for cashing up at the end of shift and balancing the till. The 
EPOS system provides an opportunity to investigate inventory management, sales 
analysis, stock control procedures through a variety of reports that are 
representative of current industry trends. 
3.6.6 Plymouth Educational System 
The Food and Drink Operations module at level 1 introduces students to systems 
theory through an experiential learning approach. This allows students to apply the 
theories of food service systems in the operational environment of Pilgrims Cafe. This 
is achieved in term 1 when the students are presented with a systems model that 
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senior lecturer Mike Turner calls the 5 P's of food service, Product, Process, 
Premises, Plant and People. In this model each of the 5 P's is viewed as a discrete 
element that has to be co-ordinated with the other four in an organised way in order 
to produce an agreed standard of customer experience. In the Blue Table concept 
apart from the general theme of everything being the colour blue the essential 
concept is derived from a model of airline catering in economy class. Restricted 
menu, restricted space, all food and beverage items have to appropriately plated up 
to fit on a tray from which the customers eat rather than decanting onto the table. 
Service is minimal fast and efficient. 
They teach a wide range of service styles but do not teach flambe work or silver 
service. There are six members of staff involved in teaching and as mentioned earlier 
Mike Turner is the senior lecture who has responsibility for the module, there is a 
facility manager responsible for the day to day running of Pilgrims Cafe, a food 
service lecturer, a food and drink operations demonstrator and two teaching 
assistants. 
All restaurant operational classes consist of group work and services include fast food 
(non-traditional) popular catering, ethnic cuisines and themed menus. It is hoped 
that they will be able to offer fine dining, buffet functions and formal functions in the 
future. In food production students follow a demonstrate imitate process and cover 
call order, cook-chill cook-freeze and regeneration processes, limited larder 
preparation and gueridon and lamp cookery. Currently they are not able to offer an a 
la carte service. The students receive a full range of beverage training including a full 
range of wines beers and spirits. The students are taught a full range of operational 
personal skills including team working, customer interaction, dealing with complaints, 
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telephone answering, supervisory skills and presentation skills. Personal development 
skills of the type listed in question 4 of the questionnaire see appendix A may be 
learnt but are not reflected upon or tested. 
3.6.7 Plymouth Summary 
Issues of funding and stalled student numbers have necessitated a move towards a 
more cost effective model of a teaching restaurant. The emphasis on large 
production kitchens and formal restaurant operations have been successfully 
replaced by a modern challenging and effective style of operation together with a 
change in teaching style that seeks to allow the students to understand the 
underlying systems that drive restaurant operations and the need to develop problem 
solving skills along side the culinary skills. It was evident that the staff wished to 
further enhance the learning opportunities by increasing the variety of services 
offered but this will need to be developed slowly. 
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3.7 Case Study Six: University of Surrey Guildford UK 
3.7.1 Surrey Introduction 
The University of Surrey has origins from 1891 as the Battersea Polytechnic Institute 
and in 1956 became the Battersea College of Technology. Within 10 years it had 
outgrown the site in Battersea and in 1966 it became the University of Surrey based 
on the Stag Hill campus at Guildford. The Lakeside is a teaching restaurant operated 
by the School of Management (SoM), which is part of the Faculty of Management 
and Law. The Lakeside Restaurant provides an eighty-five cover, teaching restaurant, 
bar area, reception desk, main production kitchen and an adjacent demonstration 
room that has a partition wall that links into the main restaurant area. This allows 
the restaurant to expand for functions and also to take more covers out of semester 
when the room is not required for teaching, for example at Christmas. 
The Lakeside restaurant was originally established at the same time as the university 
and provided a very flexible space for restaurant operations to the extent that it had 
different restaurant furniture for different themes and a wide range of kitchen 
equipment to match these themes. For example the wall between the kitchen and 
restaurant could be folded away to provide a fast food counter open to the 
restaurant. The curtains could be tracked into a curtain store the carpet rolled up to 
reveal hard floor surface and fast food style furniture could be wheeled into the 
restaurant. These various themes required a considerable amount of storage space 
and a large number of staff to organise it all. 
This level of space and staffing were not sustainable and when the School designed 
its new building the teaching restaurant was required to change. 
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The School also decided that the current model of teaching in the restaurant had 
become too costly. This model used 7 technician and 4 domestic staff paid on full- 
time contracts together with a group of full-time academic staff. Restaurant turnover 
in 1996 was £50,000 from 24 weeks of trading (three terms). In 2002 SoM 
conducted a review of this provision and it was decided that a more commercial 
approach should be taken. A new restaurant was designed as part of the new School 
building at a cost of over £500,000. The Lakeside restaurant currently operates 48 
weeks per year and has replaced technician staff with industry professional staff and 
reduced the need for domestic staff by fifty percent. The restaurant now has an 
annual turnover (2006) of £132,000 
3.7.2 Surrey Location Operational Size and Style 
The Lakeside Restaurant is located on the main university campus at Stag Hill, 
Guildford, Surrey. It is situated close to a residential area with good public transport 
links to the town centre. The restaurant has no allocated parking spaces but can 
book spaces for customers via security as required. The lack of casual parking is 
regarded as a problem in that some customers expect to be able to just turn up and 
park and with very limited parking this is rarely possible. The restaurant has good 
frontage and can easily be seen from the main footpath leading from the car park. 
The restaurant has part upholstered chairs and dark polished wood tables usually left 
unclothed and offers a full lunch menu with plated service. The restaurant is licensed 
and offers a wide range of alcoholic and non-alcoholic beverages including a good 
selection of wines. The average spend is £13.50 per head and the menu aims to 
offer a contemporary range of light to medium dishes. About ninety percent of the 
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customers are university staff and their visitors. The remaining customers are 
students or business people from the local research park. Out of semester and during 
evening or weekend functions, students become part of the staff and are paid via an 
agency. The restaurant operates with a touch-screen computer system called GEAC. 
3.7.3 Surrey Students and Courses 
SoM offer two hospitality programmes at undergraduate level and from these some 
46 level 1 students have classes in the teaching restaurant. The restaurant operates 
with classes of 12 students each weekday except Wednesday. Students have a one 
week induction course followed by a total of twenty weeks in the restaurant over two 
semesters. Students alternate each week between the kitchen and the restaurant. 
First year students have a practical project to complete towards the end of their first 
year. Second year students occasionally use the restaurant in the evening to run 
events as part of their Event Management module. The restaurant is also used 
commercially outside of normal teaching hours to generate additional revenue. 
Currently the restaurant employs two full-time chefs (one is also the manager), an 
event coordinator, a restaurant supervisor and a waitress/barperson. Additional staff 
are bought in as required. 
3.7.4 Surrey Teaching Restaurant Systems 
The Lakeside provides a very modern styled, semi-craft orientated approach to food 
and beverage management teaching that consists of four main industry components, 
production kitchen, restaurant operations, bar and wine service and reservations and 
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reception. It also provides supervisory skills via an end of semester management 
project. As a teaching restaurant it operates for 20 weeks per year and this provides 
each student with ten days in the restaurant and ten days in the kitchen. Classes 
start at ten o'clock in order to allow sufficient time for food items to be prepared. 
The students finish at three o'clock. Menus are either a fixed price student menu at 
£12.00 for three courses and coffee or an a la carte menu. There is an extensive 
wine list with a number of fine wines listed and house wine is £12 per bottle. With an 
average spend of £13.50 per head and restaurant occupancy at 37.6% weekly 
restaurant revenue averages £2,100. The menu structure would suggest a kitchen 
gross profit of 70%. Out of semester the menu changes more frequently but prices 
remain about the same. There is no student menu but some lighter dishes are added 
at slightly lower prices. The restaurant relies heavily on internal customers of which 
about 70% pay via an internal transfer. In the second semester the student's run 
eight group management projects with fixed price themed menus priced at between 
£11.50 and £13.00 and look to attract around 70 covers that with drinks produce 
revenues of about £10,000. Throughout the year the professional staff run 
commercial events. The University's Vice Chancellor (VC) office uses the restaurant 
regularly for entertaining and hosting special events and is supportive of the teaching 
restaurant and what it attempts to achieve. Wherever possible the restaurant uses 
and pays students for working on the commercial activities where these fall outside 
of the normal classroom situation. 
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3.7.5 Surrey Finance Systems 
There are two aspects to teaching restaurant finance; cost of funding and revenue 
generation and these can be split between educational issues and operational issues. 
Finance issues - educational 
Teaching staff costs 
Support staff costs 
Space infrastructure charges 
Refurbishment and updates 
General maintenance 
Finance issues - operational 
Billing systems manual/electronic 
Budgeting 
Control systems physical/electronic 
Sales and revenues 
Table 10 Lakeside Restaurant tables of finance issues educational and operational. 
Finance issues educational. 
The Lakeside Restaurant accounts reveal the following breakdown of funding, 
expenses and revenues generated and provide a broad picture of the issues listed 
above. The Lakeside Restaurant has two main income streams: 
" Teaching Restaurant revenue (student and commercial) 
" Commercial operations functions (internal and external) 
Income and expenditure: - 
Revenue restaurant activities 137460 
Revenue Functions external 6,970 
Revenue Functions SoM 41,200 
Revenue Functions Lakeside 5,870 
Total 191,500 
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Expenditure 
Cost of sales (44% of sales) 84310 
Staff 170596 
Repairs and renewals 12,890 
Infrastructure 125,228 
Strategic Funds charge 4,973 
Total 397,997 
Profit (loss) (266,602) 
The figures provided were taken from the trading accounts for 2006-7 and indicate 
that the gross profit percentage appears to be 56% averaged across income 
streams. The Lakeside menu price analysis would however suggest that the food cost 
was more likely to be 30% showing a gross profit of 70% (£41238 cost) and 
(E96,222 Gross profit). At the time of this study an accurate breakdown of costs 
were not available although the split between restaurant operations and functions 
was available. It is very important that the two income streams are separated 
particularly if the costing/charging procedure is different between the two. If for 
example functions including those provided to the School were provided at cost plus 
say a percentage margin this would have a dramatic effect on the costing model for 
the restaurant. The problem with not knowing accurately the food costs for the 
restaurant is that menu pricing may not be correctly calculated. The following table 
illustrates the effect that different sales mixes would have if functions were provided 
at cost price plus various gross profit percentages. 
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Revenue source Income & %age 
of total income 
F/cost & %age Gross profit & %age 
Restaurant A 137,460 = 72% 35,180 = 26% £102,280 = 74% 
Functions A 54,040 =28% 49,130 = 90% £4,910 = 10% 
Restaurant B £137,460 =72% £39,310 = 29% £98,150 = 71% 
Functions B £54,040 = 28% £45,000 = 80% £9,040 =20% 
Restaurant C £137,460 = 72% £42,740 = 31% £94,720 = 69% 
Functions C £54,040 = 28% £41,570 = 70% £12,470 =30% 
Table 11 Showing three scenarios with the same sales mixes between Restaurant 
Operations and Functions with functions operating at a cost of sales of 10,20 and 30 
percent and total income rounded to £191,500. Other figures are rounded to nearest 
£10. 
This costing illustration shows the change in menu gross profit as the cost of sales 
move from 10 percent to 30 percent. The narrative following figure 4 has already 
highlighted the systemic nature of cross subsidisation inherent in this type of facility. 
If the School, Department or Faculty that supports the facility requires food and 
beverage services at material cost or material cost plus a small margin, this does not 
allow the facility to absorb any of the other costs nor does it give a true food cost 
breakdown on which to base normal restaurant menu prices. Incorrect pricing fails to 
generate the required level of demand and this issue is clouded in the Lakeside 
operation because almost 80% of restaurant revenue is generated via internal 
transfers, i. e. other university departments paying. 
The salary costs include a figure of £41,000 non-contracted (casual labour) that may 
or may not be part of the function business. These costs need to be analysed so that 
a more accurate view of costing can be taken, for example if contracted staff are 
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taking time off during the day to cover an evening function are they employing 
casual labour to cover during the day? 
In terms of the sustainability of the restaurant as part of the teaching process it is 
not particularly important how the institution decides to allocate income and 
expenses but rather to provide a transparent view of funding dynamics and assess 
these against pre-determined outcomes and budgets. The restaurant keeps some of 
its own trading finance details as it finds the university system too slow but these are 
not nearly detailed enough nor are they analysed sufficiently. The main School 
accounts do not produce figures in the way that would enable the Lakeside staff to 
understand what the restaurant operations cost or generate in gross profit. Business 
decisions need to be made long before the university finance team have produced 
the monthly accounts but this is just the way the accounts system operates. Keeping 
a record of material purchases and revenues should be a fairly straightforward 
process. 
Finance issues operational. 
The Lakeside restaurant uses an Electronic Point of Sale System (EPOS) called GEAC. 
The EPOS system provides checks for the kitchen and bar and also produces the 
guests' bill. It also provides inventory information, which is mainly used for the bar 
and a control system for restaurant billing. Reports from the system provide sales 
analysis for student teaching during tutorials where they learn stock control 
procedures, inventory management, sales mix and menu analysis. The system is 
under utilised as a management tool, there is no link between food cost and prices 
nor between sales and inventory. 
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3.7.6 Surrey Educational System 
The Lakeside restaurant provides students with the opportunity to learn a wide range 
of culinary skills including the full range of cookery methods, preparation of meat fish 
and poultry, vegetables salads and vegetarian dishes, a wide range of desserts and 
bakery products. Students work in small groups in different sections of the kitchen in 
a 'party' system moving to the next section as required. Food items prepared are 
mainly modern derivatives of traditionally based dishes and are sometimes themed. 
They also prepare meals for more formal events and buffet items. In the restaurant 
they provide a plated service, silver service, gueridon and lamp cookery. Tables are 
pre-laid with main course cutlery, wine glasses, side plates and knives and a napkin. 
Starter cutlery is placed once the starter order has been taken. The table is crumbed 
down before dessert is served. Students are taught a full beverage service including 
wine and a full range of coffees from the espresso machine. All students have to 
attend take an induction course which includes food hygiene training and a customer 
care. They learn about hazard analysis and critical control points (HACCP) each week 
during their kitchen practical class. In addition to customer care students learn 
reception skills, meet and greet, telephone booking and enquiries, table allocation as 
part of their restaurant studies. 
Personal development and transferable skills an important feature on the course and 
feedback is given both formally following presentations and informally in after class 
de-briefing sessions. Personal development plans (PDP) are potentially a huge area 
for development within the curriculum. 
163 
3.7.7 Surrey Summary 
The Lakeside restaurant is well managed by small team of professional staff and 
tutors. The move to a more commercial operation is now in its fourth year but 
several changes in key staff have meant that targets are still not tightly developed 
and resources and funding are less than clear. The teaching style utilises the skills of 
the professional staff along side the academic programme developed by the teaching 
staff with a mix of demonstrate imitate, experiment and self determination. The 
majority of the skills identified as important in terms of the industry are well debated 
it the classroom with the emphasis on how these impact on managements ability to 
manage profitably. The overall level of service, and the quality of the food and 
beverages make the Lakeside a flagship eatery on the university campus but the 
menu range demands a high skill set and considerable labour at the time of service 
that create difficulties when customers cluster during the lunchtime service period. 
This frequently results in customers either waiting a long time or being turned away. 
The restaurant provides a facility for food and beverage operations, a double module 
and supports an events management single module. It also provides a commercial 
restaurant operation and function room. 
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Chapter 4 
4.1 Discussion 
Six different models of teaching restaurants have been researched and whilst there 
are many similarities there are also a number of differences. Basic differences in the 
method of funding and operational style are shown in table 3 page 94 but there are 
also a number of other factors that can influence a restaurants operational and 
teaching style. These include geographic location, management style, the staffing 
model and teaching programme, see table 12. Looking at some of these factors in 
more detail, the 'location and market opportunity' influence can be fairly significant. 
Teaching restaurants, as with any type of business need to consider their location in 
terms of the market they can aim for and this may influence the design of the 
premises. For example the opportunity for functions and events at Rosen College are 
enhanced because of their location and the dining facility has been designed to cater 
for this type of business, walk-in or chance trade at Brooke's restaurant is enhanced 
because of their location, the restaurant and its entrance can be clearly seen from 
the public highway whereas walk in trade at the Lakeside restaurant Surrey is almost 
impossible because of its location on the campus. Rosen College is both commercially 
supported and endowed by the large number of businesses and corporations in the 
city of Orlando, a somewhat unique position. Brooke's restaurant has a large 
contingent of cash customers, many are loyal pensioners others are from small 
outside organisations interspersed with a number of university staff either business 
entertaining or just having lunch. In both cases the menu and pricing structure is 
designed around the customer. 
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Influence and Oxford Brighton Strathclyde Rosen Plymouth Surrey 
Institution Brookes College 
Location Residential Residential Town Campus Town Campus 
and market 3 mix * 3 mix * 3 mix * commercial Residential Commercial 
3 mix * 2 mix * 
Costing and Supported and Supported and Supported and Fully Supported and Supported and 
Funding subsidised subsidised subsidised commercially subsidised subsidised 
approaches 
Costing Costing Costing semi operated Costing Mixed costing 
commercially separate commercial commercially commercial 
based operations for based and at cost 
commercial 
and restaurant 
Management Reduce Reduce Re-model to Increase Status quo Reduce subsidy 
objectives subsidy subsidy reduce subsidy revenue 
Teaching Full craft Management Full craft Kitchen and Moderate craft Moderate craft 
objectives training and very little craft training and management training and training high 
management management in house, management level 
restaurant management 
training via training 
work 
experience 
Restaurant Manager, Chef Academic Chef Academic Function Academic Academic for 
staffing and Instructors lecturer and theory Chef Operations theory and theory and 
academic Restaurant Restaurant Instructors and and theory practical practical 
support 
Instructors Operations support staff of academic. support from support from 
domestics lecturer + nine Kitchen chef facility two chefs and 
Academic for technician instructors and manager, and three 
theory support staff, three support restaurant staff 
significant use staff + + domestic 
of industry domestic 
Facilities Full restaurant Range of Full restaurant Functions only Restricted Full restaurant 
Operational operations restaurant operations fully restaurant operations 
style and exposure + operations exposure + commercial operations exposure + 
teaching 
internal and limited very limited exposure exposure + internal and 
external exposure. functions occasional external 
functions Passed to functions functions 
commercial centre for commercial 
only commercial and at cost 
use. 
Central Occasional use Very limited Very limited use Not used Not used Heavy use 
administration use 
Measured Theoretical Theoretical Theoretical Theoretical Theoretical Theoretical 
Outcomes: - knowledge 
knowledge knowledge knowledge knowledge knowledge 
outputs project project project project project project 
systems management 
management management management management management 
, industry skills limited industry industry skills industry skills industry skills industry skills 
process, skills personal 
environment, development 
experience 
Boundaries & 5 skill* centres 3 skill* centres 5 skill *centres 5 skill *centres 5 skill * centres 6 skill * centres 
relationships integrated integrated integrated partly non integrated integrated 
integrated 
Circumstance Some parking Some parking No parking very Full parking No parking Parking by 
& passing trade limited passing limited passing commercially passing trade arrangement 
situation prominent 
trade semi trade very un- promoted prominent no passing 
location prominent prominent location trade semi 
location location prominent 
location 
Table 12. Table of influences and factors of each teaching restaurant. 
Legend for table 11: - 
* Three mix = standard customer mix of staff students and general public 
* Two mix = standard customer mix staff and general public 
* Three skill centres = kitchen, restaurant and bar/reception 
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* Five skill centres = kitchen, pastry/bakery restaurant, bar and reception 
* Six skill centres = kitchen, pastry, restaurant, bar, reception and de-brief 
The Lakeside restaurant at Surrey relies almost entirely on university staff business 
entertaining both in its restaurant operations and for most of the functions. 
The teaching objectives can also influence the style, layout and cost of the facility 
and this is directly influenced by the boundaries between locations, market and the 
teaching programme that each of these favour. Further boundaries exist because 
different teaching programmes will have different requirements of design and 
equipment, space and staffing and without adequate markets will require a more 
substantial and robust funding support. The design of the programmes is bounded 
by the requirements of the module being taught, the curriculum requirement and the 
overarching educational goals of the institution. 
If the input- output process model was to be reversed so that identifying and valuing 
the required output could be measured it may suggest what process or processes 
may be best suited to the task. This would then provide a guide to inputs needed 
and how they could be designed, developed and delivered. Currently the outputs for 
teaching range across management skill, practical skill, underpinning theory, 
personal development and the delivery of a service. Financial outputs include levels 
of subsidy, restaurant operating margins, commercial ventures and facility provision 
i. e. the perceived benefit of ownership of the resource by the School or faculty. 
Staffing of these facilities varies across institutions and style of operation. Many have 
moved away from the heavy use of academic staff and technicians in the operational 
areas using instead professional chefs and waiters supported by academics. This has 
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reduced some of the cost but has also changed the nature of the teaching and 
learning experience. It has however made the operation of the facility more complex 
because of the changed relationships between commercially minded staff, teaching 
staff, students, customers and faculty senior management as they have somehow 
become much more contained by boundaries of purpose. Creating a commercial or 
semi-commercial restaurant operation changes mindsets; as the restaurant develops 
an operational style there is more reluctance to veer from this establish business 
profile into the more experimental arena of a facility that operates purely as a 
teaching environment. Two contrasting teaching restaurant operations that clearly 
identify the differences are the Culinary Arts Studio and Brookes restaurant. The 
culinary Arts Studio operates purely as a teaching environment, classes are broadly 
experimental and recover non-recurrent expenditure i. e. the material costs. The 
curriculum design is focused much more on the teaching and learning objectives 
than on the customer and does not provide any special facilities for the faculty. The 
design of the facility and staffing allows it to close for teaching at the end of term 
and handed back to the faculty for commercial use under a commercial manager. 
This establishes very clear boundaries between teaching and commercial staff. 
Classes are taught by academics that do other things during the vacation times and 
support staff that are on term time only contracts. The central administration and the 
Vice Chancellors office are located in Brighton and the Culinary Arts Studio is located 
in Eastbourne, this makes the facility less accessible as a central administration 
entertaining venue. 
Oxford Brookes runs Brookes restaurant commercially throughout the year; they do 
not provide any subsidised facilities operating only on a fully commercially priced 
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function and event menu. Teaching is arranged around this although Brooke's 
restaurant does allow for some experimentation but this has to be commercially 
viable. The only exception to this is the Vice Chancellors office but they have their 
own chef so events of this nature a rare but if called upon are offered at a reduced 
rate. It also has provision to operate two other restaurants on the campus which are 
not used for teaching but are used to offer students paid work experience. 
Boundaries between academic and operational staff have largely disappeared as this 
style of operation is now in its tenth year but there are still occasions when the focus 
of each clashes. 
In most cases the cost of maintaining the facility is of high importance and although 
approaches differ the key is the level of subsidy each institution is prepared to make 
and the perceived value it gains from this investment. Improvements to the overall 
financing arrangement are to some extent governed by situation. What markets are 
available to increase revenues, flexibility in the boundaries of the facility; teaching, 
physical, staffing and location and what added value beyond teaching the facility is 
able to provide. The obvious key to the resource is the value of teaching without 
which the facility would not exist, but other models of providing restaurant 
operations teaching are available. Outsourcing to another institution is economically 
viable although difficult to administrate and to control the quality, commercial 
experience via commercial affiliations is perhaps even more difficult to control the 
quality of the experience but potentially more cost effective for both the institution 
and the student but it may also affect the willingness of students to undertake a 
professional training year if they feel that they have already had sufficient industry 
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experience. The requirement to have some form of suitable vocational qualification, 
although this may affect A level entry process if students are required to have a 
vocational food and beverage qualification at entry in addition to A levels. Reputation 
of the institute for hospitality management programmes may also rest on the 
perception of quality observed via the teaching restaurant facility both to prospective 
students and the industries that will eventually employ them. 
Teaching inputs, the processes used to teach skills and knowledge and the ability to 
perform and to meet the needs of industry will be affected by the style of restaurant 
operation. Industry and management skills change over time but the hospitality 
industry encompasses such a wide range of operational variances that skill sets need 
to be transferable. Throughout this research students have been referred to 
collectively but of course each is an individual and as such the need to create both 
individual learning and collective teamwork is quite a challenge particularly when the 
grading process moves closer. Whilst the hospitality industry, like other vocational 
industries, attracts a certain type of person (student) the life skills vary considerably 
between individuals. Creating opportunities for both personal learning and group 
work becomes more challenging as the teaching facility become less flexible. At 
Rosen College for example the teaching restaurant is an open space that is designed 
to be available for a very wide range of function, banquet style of operation but this 
can be anything from a fashion show to a gala dinner. This total flexibility allows for 
a wide range of teaching opportunities and because of the College's location these 
arrive at regular intervals and of a regular variety. It would be difficult to create this 
artificially which is why location and market availability is so important. Rosen 
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College students also receive experiential learning through a series of short 
internships and this will of course develop many life skills in addition to the industry 
skills. The institution is aware of this anecdotally but currently the personal 
development that this experience creates is left un-recorded and un-measured. It 
has also taken considerable time and detailed networking on behalf of the College to 
create these opportunities so that conflict between students, staff and employers is 
minimised. 
4.2 Reflective Diary 
This reflective diary provides an account of the researcher's progress, experiences 
and development during the Doctor of Business Administration Programme. The 
diary commences three months prior to the start of the programme in the summer of 
2003 and reflects on the application process and on making the decision to proceed. 
In September 2003 with the commencement of the two-year taught section of the 
programme it reflects on early essays and course work, followed by the literature 
review, field research and writing the thesis that took both mental and physical 
stamina during the final two years to complete. 
The researcher believes that it is important to reflect upon the application process 
and the reasons behind undertaking a study at this level. In this particular case two 
forces drove the decision. The first could best be described in the words of Abraham 
Maslow (1998) as self-actualisation and during the whole process reflecting back on 
this aspect was a very helpful motivator. Second, but nonetheless important was the 
prospect of being better equipped and more knowledgeable in research techniques 
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and the thought that this would enrich ones ability to teach and support students. It 
was soon to become apparent that the philosophical underpinning of various 
research methods provided the basis on which to further develop scholarly enquiry 
and much improved analytical skills. 
Stage 1 Learning from Taught modules 
The taught programme commenced with Research Methods for Business and two 
things strike the researcher when reflecting back on some of this work. It was very 
evident that one of the first areas that needed to be mastered was the terminology. 
The second was to understand just how much knowledge there was that needed to 
be acquired. Re-reading some early 'action learning' 'grounded theory' and 
'experiential learning' essays, the researcher now finds, whilst the basics are there he 
would find these essays to be barely acceptable. 
Quantitative Research Methods 
The quantitative research module was both a challenge and also very supportive in 
that it enabled the researcher to conceptualise this statistical approach. The first 
impression of this topic to those that rarely use statistics is overwhelming but the 
approach used by the module to develop an understanding of what statistics can and 
cannot do was well provided for by an exercise in One-way Independent ANOVA by 
hand. Reflecting on why this particular exercise was so helpful the conclusion drawn 
was that it was beneficial from two aspects. Firstly, by completing a statistical 
calculation by hand it required that each element had to be worked through until a 
table of occurrences or values was completed. As the model developed it became 
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clear why the calculations were done and how the results came about. The other 
aspect of learning came from using the statistical programme Statistical Package for 
the Social Sciences (SPSS). This programme is particularly widely used by master's 
students in quantitative studies, and it is capable of producing vast quantities of data 
very quickly. As a teacher evaluating whether the correct statistical approach has 
been used and if the correct assumptions have been made has become more 
straightforward to assess once one has conceptualised from calculating by hand the 
Grand Mean the Grand Variance the Standard deviation and the Correlation 
coefficient, and an understanding that although a correlation may suggest a high 
level of significance if the sample size is relatively small the figures may not be 
reliable. 
Qualitative Research Methods 
The impact of studying qualitative research methods was substantial in determining 
the choice of research style for this DBA study. Following the assignment on 'the 
development of a focussed research question solvable by using qualitative 
methodology and the development of a research proposal approach to resolve the 
question/hypothesis'. The topic for this study was an examination of group working 
in higher education and the literature review considered work by Jaques, D. (2000). 
Hackman, R. J. editor (1990) Blanchard, K (1999), Hertzberg, F. (1959) Maslow, A 
(1998) amongst others. As a practitioner working almost entirely with groups this 
assignment became an enlightening experience in facilitating better team working, 
time management and developing evaluation strategies. Many of the problems 
associated with group projects for example setting and meeting deadlines, accepting 
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responsibility, solving problems and providing appropriate feedback have become 
more reliably managed following the learning from this module. One notable example 
of how studying for a DBA changed the researchers style of support for group 
projects. Rather than the researcher's emphasis being concerned about the end 
result of the project, the focus became more about the journey, the process and the 
self-development that the students experienced and how the project arrived at the 
point it did. 
Critical Evaluation 
The assignment on critical evaluation of published work made the researcher 
challenge and analyse published work for the first time had a significant influence. 
This considerably broadened the researcher's supervisory approach in supporting 
student research dissertations in guiding them through the literature, by for example 
getting the student to look at some of the referenced articles used by the author to 
see if they drew the same conclusions as the author had from the material. Also to 
challenge the methodology used by some authors and whether the conclusions were 
valid. This actually made reading their work more interesting because one was able 
to offer the opportunity for challenge in an enlightening and constructive way. 
The DBA programme energised the researcher with a new enthusiasm for research 
and enquiry to the extent that working with research students has become a much 
more vibrant and exciting experience rather that just another part of the job. 
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Research planning and proposal writing 
This module provided great assistance in developing a proposal that had both 
relevance and academic rigor. It bought a sense of clarity to the task of writing an 
acceptable proposal for the thesis where the objectives were clear, the method of 
data collection was appropriate and there was justification for the overall approach to 
the analysis of the data and an appropriate methodology. Although following on from 
this module a number of amendments were made on the advice and guidance of the 
supervisor the overall insights gained from this module created the level of 
understanding the researcher required to take cognisance of the subsequent 
suggestions made and to develop these along the conceptual framework that had 
been established. By working through the process of developing a coherent research 
proposal the researcher developed better communication skills and more advanced 
research and scholarship skills. 
Stage 2 Learning from Research 
Literature Review seminar 
The researcher reviewed literature relevant to various aspects of teaching in teaching 
restaurants, teaching and learning styles, developing transferable skills, the craft skill 
management skill debate and the general status of hospitality education. In addition 
the role of teaching restaurants was examined in terms of their financial viability, 
their use as a basis for experiential learning and how they are used to build 
confidence in an operational environment. The literature also identified the core skills 
required in food and beverage education and the role of the work placement or 
professional training year in terms of hospitality education. The literature also 
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identified some of the relationships and emotions in management learning in food 
and beverage operations. The literature considered various models used to provide 
such facilities and examined the variety of ways that such facilities were managed 
and funded. From this examination the researcher was able to propose various 
improvements in his own teaching restaurant, offer suggestions for staff 
development in managing the facility, for example becoming a bit more market led 
instead of doing things because they had always been done that way and taking 
ownership of the restaurants trading accounts by keeping their own record of 
transactions so that they could be proactive rather than reactive in managing their 
budgets. It also provided an opportunity to introduce innovative approaches to 
teaching food and beverage operations particularly in management group projects 
and event management learning. For example the literature identified a number of 
different approaches used by others to balance the need for competency in core 
practical skills with those skills required by hospitality managers. This was affected in 
the class by getting each student to demonstrate the skill and then provide a training 
plan for each of the other students, one technical skill. Students developed 
management skills of communication, presentation, writing and delivering a training 
plan, whilst at the same time all learning a practical skill. 
Methodology Seminar 
This was a good opportunity to receive feedback on the proposed case study 
research design and systems theory as a theoretical framework. From this a clearer 
and more defined approach was developed. Before undertaking field research to 
develop the case studies a questionnaire was developed and tested through seminar 
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to a group of leading academics in the field. From this a definitive questionnaire was 
developed for use in guiding the case study interviews. 
This has reflected in the researchers approach to supporting students in the 
development of their research instruments and in developing their understanding of 
what the research question is actually asking and the likely results it might produce. 
It has also helped the researcher to have a better insight of the problems faced by 
students when conducting research through interview or questionnaire. Some of 
these insights were practical in nature for example the length of the questionnaire, 
how it is laid out, where the research takes place and controlling the environment in 
order to gain a better response rate. 
Writing a Thesis 
Writing the thesis has been the most challenging part of the whole DBA process, it 
has bought together the whole programme into one piece of work. Without doubt 
this would have been impossible to achieve without the guidance and 
encouragement of two good supervisors, the revisiting of taught modules and re- 
reading the literature review. During this process a number of models have been 
developed that have helped the researcher understand the complexity of the issues 
that surround teaching restaurant operations, and without the DBA programme the 
researcher would still view this complex environment superficially. The process has 
also been very influential on improving personal effectiveness and forced the 
development of better time management just to get the writing done. 
Feedback from supervisors has enabled the researcher to rise to the challenge of 
self-critical review of the work and re-work each section and chapter until more 
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rounded, satisfying and cohesive. This has led to the researcher becoming more 
supportive and more directional in support of research students and to set new 
challenges in the teaching of undergraduates. 
Summary 
The whole DBA experience has been exciting and worthwhile, drawing from both the 
taught elements and the research component the researcher feels more able to 
support students in their learning and staff who work within the teaching restaurant 
to develop. The most significant impact from undertaking this programme is a new 
and determined interest in research and how research can develop better teaching, 
and a new found confidence in providing support and recognising ability in 
postgraduate supervision. It has left the researcher feeling more confident about 
himself, about the quality of his teaching and about engaging more in research led 
activities that will help support future and continued employability and engagement 
with wider strata of society. 
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Chapter 5 
5.1 cross-Case System Analysis 
System analyses will provide an opportunity to examine each aspect of the teaching 
restaurant facility in each of various case studies. Between each boundary within the 
teaching restaurant, restaurants, kitchen, bar, guest reception and back office a 
number of different systems are in operation. There are also boundaries between 
the teaching restaurant and the various stakeholder groups. 
5.2 Restaurant Systems 
There are four basic systems that operate in a restaurant, greeting and seating, food 
service, beverage service, and billing. These systems inter-relate with all other areas 
within the restaurant and beyond the boundaries within the facility. They also create 
sub-systems for example food service system will be directly related to kitchen food 
service systems. Seating and greeting will relate to guest reception, beverage service 
systems will affect both the restaurant and the bar. One of the benefits of systems 
analysis is that one can pick the best system from each operation for example 
offering an bar seating area to select menu items or perhaps wait for friends and 
maybe pre-order meals. Of course this level of change has design and resource 
implications but nevertheless should be given consideration as it may be possible to 
achieve at least a partial change in the way the operation works. Table 12 identifies 
the main restaurant systems operating at the time this study was being conducted. 
All have a reception area were guests are greeted and their coats are taken. Three 
are adjacent to a bar area with seating where guests can wait or have a drink and all 
but one have their own toilets. 
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Oxford Brighton Strathclyde Rosen Plymouth Surrey 
Brookes College 
Seat and Reception area Small reception Reception area Reception area Entrance lobby Small reception 
Greet booking sheet area booking booking sheet booking sheet area booking area booking 
cloakroom and sheet coat cloakroom and table plan and sheet guest sheet coat 
seated bar area stand guest seated bar area cloakroom taken to one of stand guest 
where guests taken straight where guests Drinks served three service taken straight 
can wait for to their table can wait for by waiters. areas, self to their table 
table and or The restaurant table and or Outside area serve, The restaurant 
order drinks has own toilets order drinks where guests restaurant area uses public 
look at menu look at menu can wait for or blue table. toilets 
and place and place order others to Blue table no 
order. The The restaurant arrive. Event pre booked 
restaurant has has own toilets operations only places. The 
own toilets The facility has restaurant has 
own toilets own toilets 
Food Traditional Various Traditional Full banquet Three Traditional 
service plated service services plated service service different plated service 
table set for dependant on table set for services plus Flambe 
starter main theme all starter main plated waiter and gueridon 
and dessert plated. and dessert service in service table 
wine glass wine glass restaurant set for a la 
Bread silver Bread silver area, and carte service 
served served Blue table wine glass 
with self- water glass 
service in Bread silver 
to as bar served. 
Beverage Available in Limited bar Available in Banquet New bar in Dispense bar 
service seated bar service from seated bar service full the process waiter service 
area and at dispense bar area and at range of of with full 
the table full facility. the table full alcoholic and installation. range of 
wine list and wine list and non-alcoholic Previously alcoholic and 
range of range of beverages limited bar non alcoholic 
alcoholic and alcoholic and available from beverages 
non-alcoholic non-alcoholic from dispense bar 
beverages bev dispense bar facility 
Billing Billing is via Manuel paper No Billing via Counter Billing is via 
an electronic checks via a information pre-order service via an electronic 
point of sale cashier available system EPOS style point of sale 
system EPOS. till, restaurant system EPOS. 
The system paper system The system 
is not used Blue table at Surrey is 
outside fixed price under 
teaching and paper system utilised. 
therefore 
under 
utilised. 
Table 13 Restaurant operational systems 
The system used to move guests from the reception area to their table is the same in 
the three models that do not have a lobby or bar area adjacent to the reception. 
Guests arrive the host will greet them ask if they have a booking and in what name, 
will check this against the guest list and then escort the guest to the table collecting 
menus on the way, if they do not have a booking they will be shown to a table 
previously identified for that purpose. Problems arise in this system when more than 
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one group of guests arrive at the same time or if more walk-in guests arrive than 
were predicted. This is mainly a design fault in that the layout makes multi- tasking 
difficult. One student is allocated to the host role as part of the teaching process and 
each of the other students in the group are allocated to other roles within the 
restaurant. Of course if another student is available to step forward and assist with 
the second or third group of guests as they arrive then that is fine but this rarely is 
the case. In the three restaurants that have a bar area adjacent to the reception the 
bar person is able to fulfil this role, (multi-task) guests can be seated and offered a 
drink and menu and this facility is particularly useful if the restaurant is able to turn 
tables. It is also useful if more walk-in guests arrive because it allows a sub-system, 
using the bar as a holding area, to be used that can even the flow of customers into 
the restaurant so that neither the restaurant nor the kitchen become overloaded. 
Without such a facility once the agreed number of walk-in customers have arrived 
there has to be some consultation process usually with the kitchen as to whether or 
not more customers can be taken. Asking the kitchen at an inopportune time, 
perhaps when they are stacked up with orders, may not receive the correct 
response, and the customer may be turned away. This in itself can cause additional 
difficulties for the host particularly if the customer can see a lot of empty tables. 
Food service systems have become more uniform across teaching establishment over 
the past decade where plated food is the normal style of service. This service system 
had for some time been regarded as inferior to other forms of service most notably 
silver service but has now become an art form and preferred service system 
throughout all levels of restaurant. Plated food where the chef creates a picture on 
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the plate was bought back into usage in the 1960's as part of the re-introduction of 
Nouvelle Cuisine by noted chefs like Paul Bocuse and Michel Guerard. The contrast 
of colour, texture and layout are developed by the chef so that the food is presented 
to the guest in they way the chef has designed it to be served. This system requires 
more time in the kitchen but less time in the restaurant but with some dishes where 
the food is stacked it is only possible for the server to carry two plates at a time 
instead of the more usual three or four plates when the dish is more stable, so time 
saving in the restaurant is not always as one might expect. Even in areas of service 
where traditionally only a silver service system was used, that of banqueting, the 
plated service has now taken precedence. All six teaching restaurants use plated 
service as their food service system. Only one still teaches silver service, gueridon 
service and flambe service, the Lakeside at Surrey. Although not used as extensively 
by industry as in the past these three systems are very good at teaching students to 
relate and converse with customers in addition to teaching them extra skills that 
build confidence. These service systems also add a little theatre to the restaurant. 
The design of the food service system needs to consider both the restaurant and the 
kitchen and where these two come together at the pass or hotplate. Plated food 
service requires a gantry system on the pass because this service requires more 
space to set up. Because there are often a number of different tables being prepared 
at one time the system also requires a robust control mechanism to ensure that each 
table has the correct plates of food. Four of the teaching restaurants operate with 
gantry hotplates and two have flat counters of the type normally used for silver 
service flats. The control mechanism is the paper checks that get sent to the kitchen 
either electronically using an EPOS system or by hand if check pads are being used. 
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The electronic system is preferred because it is easier to read, has a standard 
format, clearly identifies the server and also has the time the order was sent 
through. Three of the restaurants had and used EPOS systems, the others used 
check pad systems, only Oxford Brookes had a waiter call system, Surrey has one 
that has never worked properly and is therefore no longer used. This recall system 
that allows the kitchen to communicate with the restaurant is as important as the 
process of getting the order to the kitchen in the first place. In addition to this 
Oxford Brookes had a system for recording all items ordered on a white board 
adjacent to the hotplate. The chart consisted of gridlines against which were listed 
menu items. As these items were ordered the chef manning the hotplate ticked of 
each box to ensure that the items ordered did not exceed the number cooked. 
Despite having an EPOS system that can facilitate dish countdown Brookes preferred 
the manual approach rather than what they describe as a time consuming process of 
entering the data on the EPOS system. Plated food takes a considerable amount of 
space on the hotplate and once plated the food will deteriorate quickly if kept under 
the hot lamps for too long. The food loses its shine and sauces or gravy will cook 
onto the plate. With silver service this is much less problematic because the server 
can quickly spoon some sauce from the flat over the food just before serving and any 
cooked on sauce line will remain on the flat and be returned to the kitchen. The 
hotplate also needs sufficient space to allow for a number of servers to wait at any 
one time. For example serving a table of ten may require five servers following each 
other through to the table so that customers are not waiting for everyone to be 
served. Both Brighton and Plymouth had food serveries open to the restaurant that 
allowed servers to see that food was ready for collection and the kitchen could also 
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see what servers were available. It also allowed a self-service system to be operated 
as part of the teaching programme. In three of the other four restaurants servery 
counters were available to promote different service styles. 
All six restaurants had liquor licenses and their bars varied from full bar counters 
with tables and seating to those with just a bar counter or where a bar could be 
wheeled in when required. All were located within the restaurant area so could be 
clearly seen by servers which made communication more straightforward. Those with 
EPOS systems had a printer in the bar from which the staff could work. Drinks were 
placed on trays with the printed check so that the server could complete service to 
the right table. As tickets are printed in either the bar or restaurant those items order 
are automatically entered on the customers bill. Where EPOS systems were used 
customer billing was also located in the bar area. Check pad systems use special 
paper that produces the check in duplicate or triplicate. This allows one copy to go to 
the kitchen or bar and the other to the cashier and if a third copy is produced it can 
be retained by the server as an aid to memory of what has been ordered. Prior to 
EPOS systems this was the principle method of ordering and producing customers 
bills. It is extremely vulnerable to errors and to fraud but is still taught so that 
students can both understand the process that is being performed by the EPOS 
system and in case the EPOS system fails. EPOS systems are less user friendly if the 
menu and prices change daily because the database has to be maintained and also 
touch screens need to be constantly up dated. To operate the system efficiently it is 
necessary for at least two members of the management team to be trained on 
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inputting and manipulating the data and the more mainstream the system is the 
more staff are likely to have some previous experience of using and maintaining it. 
5.3 Kitchen Systems 
Kitchen systems are primarily designed to meet to requirements of the operational 
style of restaurant the service style and the menu. Kitchen systems fall into four 
broad areas, food ordering and storage, food preparation and cooking, hotplate 
management and wash up. Hotplate management has previously been discussed in 
restaurant service as this system directly interfaces with the restaurant, however the 
systems used to control the speed of flow over the hotplate, the quality of the food 
served and the systems used to ensure food safety and portion control remain the 
responsibility of the chef. When any of these systems fail the customer suffers. Good 
hotplate systems are the key to good food service as they support the service staff 
and the menu and enable the kitchen to deliver the products that customers want. 
There are two main systems currently being used to purchase food; these are either 
from nominated suppliers via an account with the food being delivered or by cash 
and sometimes credit shopping locally where it is either delivered or collected or a 
combination of these. Both systems have merit and the choice of which to use tends 
to be based on what best suits the particular establishment provided of course that 
the institution approves. In Plymouth for example the appeal of locally produced 
organic food being a feature of the menu is very appealing. Many of these producers 
are small-scale family run businesses that would find waiting for two or three weeks 
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for payment difficult and may also not have the facility to deliver at a time that suits 
the restaurant. 
Storage systems vary depending on the product being stored and are also subject to 
Hazard Analysis Critical Control Point (HACCP) regulations see figure 8. Systems are 
necessary to maintain an adequate supply as running out of key items creates real 
difficulties with customer service objectives, so adequate stock that prevents key 
items running out 
Identify the Hazards 
Determination of critical 
control points 
Establish a system 
to monitor control 
Establish 
procedure of 
corrective action 
I 
Establish a system 
for documentation 
Establish the 
critical limits 
Establish 
procedures for 
confirmation 
Figure 8. Based on a HACCP procedure developed by the Lakeside Restaurant 
University of Surrey 
is crucial to good management. Food storage requires space and space is expensive 
as it forms the basis of the intuitions infrastructure charges. It is therefore more 
efficient to minimise investment because storing excess stock creates the need for 
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more space. In addition buying too much stock will tie up cash resources that could 
be used elsewhere so some kind of trade-off is required between the investment 
level, the risk of running out and making optimum use of storage space; a balance 
between the level of investment and ensuring a continual flow of materials. Attention 
needs to be given to establishing and maintaining quality. The majority of branded 
goods are fairly straightforward to organise but fresh products less so. Buying 
produce from local suppliers will allow the restaurant to build a relationship with the 
producer that should help maintain quality of the product. With fresh produce in 
particular the kitchen and restaurant need to be aware of seasonality. In this area 
too the buyer should be aware of the price to yield ratio, the cheapest price may not 
necessarily be the cheapest product. The unique selling point at Pilgrims cafe in 
Plymouth is a menu offering organic locally produced products including a fine range 
of English wine and part of the purchasing process is to achieve where possible some 
competitive advantage. If you can gain advantageous prices by organising 
purchasing through the Institution for example by buying basic grocery products 
from the same company that supplies other food outlets on the campus, this will help 
to achieve that objective. 
Many of the responsibilities for purchasing have been subsumed into other job roles 
particularly where storekeepers are no longer employed. Typically the senior chef will 
place orders with suppliers or in the case of liquor stocks the restaurant manager will 
place orders. In all of the cases researched orders would be placed with approved 
suppliers with terms and conditions pre-approved by management together with a 
facility for limited cash purchases all controlled by the finance office. 
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There are a number of different systems being used for food production, these are 
cook serve, cook serve and chill cook, and cook serve and freeze and each have 
different requirements for equipment and systems of use. Brighton, Plymouth 
Strathclyde and Rosen College operate a cook serve system. For Rosen College it is 
the only real option as each function it organises has a tailor-made menu designed in 
consultation with the client. Students prepare and cook the food for service that day 
and are producing food for a set number of guests with a restricted or pre-ordered 
menu choice and therefore cook serve is the most obvious choice. Both Brighton and 
Plymouth cook specific quantities of food for what appears to be a steady and 
reliable number of customers. Brighton in particular restricts the number of covers 
and always has a waiting list; they are then able to accurately forecast the total 
number of meals required and no food is carried over to the next day. In Plymouth 
The Blue Table, which seats 12, is full every day. This has a fixed price table d hote 
menu and is therefore easy to control. The main restaurant attracts similar numbers 
of customers each day and offers a limited menu choice. Oxford Brookes uses a cook 
serve cook chill system; it has the equipment to do this but again offers a restricted 
menu choice to a relatively stable customer base so really only occasionally cooks to 
chill and use later for functions. The Lakeside restaurant currently uses all three of 
these production systems. This partly because commercial operations continue after 
the student have finished for the semester so if there are a number of events in 
close succession cook chill or cook freeze systems smooth out production curves. The 
Lakeside has both a cold room and a blast freezer that enables safe production in 
this system. Key to the production system that is chosen is its ability to meet the 
service needs of the restaurant. In an operation where customers have plenty of 
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time for a leisurely lunch service times are less critical. In most teaching restaurants 
the service style is designed to teach students the correct way to serve food and 
beverages and this can be inherently time consuming. In all but two of the teaching 
restaurants visited the main recurrent difficulty facing both the restaurant and the 
kitchen was speed of service, not that in most cases the waiting time was excessive 
but it failed to meet the requirements of the customer, and service staff failed to 
communicate long cooking times to customers when they ordered certain menu 
items. 
It is important that wash up systems are designed correctly, they should allow 
service staff to dump dirty dishes as they enter the service area and then pass the 
hotplate to collect new orders as they leave. The wash up also has to be accessible 
by the kitchen so that pots and pans can be cleaned. The flow through the wash up 
is also critical, if it is too slow then dishes will get piled up and may fall and break 
and dumping dishes will take the server longer if they have to sort out somewhere to 
put them. This will also affect the kitchen if they are producing many cook to order 
items as this will require a faster turnaround of cooking pans. All the teaching 
restaurants visited had adequate wash up facilities except the Lakeside at Surrey. 
This area has already undergone modification and is better but there is now very 
little space for those bringing in dirty dishes and those waiting at the hotplate to pass 
each other. 
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5.4 Finance systems 
Each of the six teaching restaurants in the study appears to have a slightly different 
approach to financing their operations and table 3 shows this range of funding styles. 
Institution Oxford Brookes Brighton Strathclyde Plymouth Rosen 
College 
Funding Receives full Planned Planned Subsidy of Fully 
style RAM allocation subsidy subsidy £50 K commercial 
expected to no subsidy 
trade a surplus 
for re- 
investment 
Surrey 
Planned 
subsidy of 
50% 
Table 14. Funding style for each of the six restaurants 
The main variation in each system is how funding is applied. Rosen College claims 
that the Teaching Restaurant operation is free of any subsidy, however student fees 
still provide the basis for teaching staff salaries. Oxford Brookes does not operate on 
a subsidy basis but does allocate a significant proportion of student fee income to 
the modules taught in their Brookes restaurant, so the term needs to be clarified. 
5.4.1 Finance issues - operational 
There are a number of different aspects to this funding process that are best 
separated out so that a clear picture of objectives can be established. Day to day 
operational viability is concerned with operational costs; staff overheads and 
materials and operational returns; sales of food and beverages, and the contribution 
the second makes to the first. Within this operational system the marketability of the 
restaurant and operational directives of senior management will govern the sales 
variables. For example the markets available to Oxford Brookes are diverse; 
university staff business and leisure, general public, retired loyal customers, central 
university senior administration and students. Because they have such a wide 
variation of markets their restaurant offering is kept relatively restricted, three 
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starters, four main courses and three desserts offered as two courses or three 
courses for a fixed price. This means that any customer from this diverse group 
accepts that this is Brookes menu format and pricing structure and that 
personalisation of the offering is limited. This greatly improves speed of service, 
reduces waste and maintains level of spend. Provided that the prices and the menu 
offering are sufficiently attractive and balanced the restaurant is not reliant on any 
one group of customers to maintain overall levels of business. Brookes can do this 
because of their proximity to the markets and because senior management generally 
use other facilities for entertaining outside of this arena, and where they do use this 
arena it is on a full economic costing basis. The billing systems used by Brookes are 
electronic and this greatly aids the process of working too and within budgets. The 
data produced by such systems can identify the key sales statistics and revenue 
needed to clearly identify profitability. This also enables adequate control systems so 
that for example all food or beverages ordered actually get put on the customer's 
bill. Establishing these operational systems are the first stage in creating a clear 
picture of both current trading viability and potential for further growth and 
development. The management reports that such systems routinely provide enable 
operation staff to understand the financial dynamics of the business, take ownership 
of the trading metrics and inform senior management in any decision making 
process. 
5.4.2 Finance issues - educational 
The financial side that operational staff are less familiar with concern aspects of the 
general overheads that these provisions carry; teaching staff costs, support staff 
costs, space and infrastructure charges and general maintenance and refurbishment. 
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The approach to funding these areas varies but the funding comes from more or less 
the same place, central income. If we compare the Oxford Brookes example with the 
Lakeside at Surrey the funding is about the same but the system used to distribute 
and portray this is different. On the one hand Oxford Brookes receive a lump sum via 
the Resource Allocation Method RAM. Brookes restaurant produce their own style 
balance sheet and this allocation is shown in their accounts along with their revenues 
from trading. On the other side they show cost of sales, cost of staffing, overheads 
and surplus or deficit. The budget target is set to achieve an overall surplus of 
around £100K for repairs renewals and future development. At Surrey, in 
consultation with the operational team they are set target revenue and targeted 
costs but the operational staff use very few management information systems on 
which to base how these targets can be met or what the strengths and weaknesses 
are in their business plan. The transparency of the financial framework in which 
each of these restaurants operates is fundamental to achieving their goals and to 
identifying what best way is to go about attaining this. 
5.5 Educational Systems 
The educational systems reviewed by this study fall into three broad areas; industry 
based practical skills, industry based management skills and personal development 
transferable skills. In industry based practical skills there are 4 sub-systems 
preparing and cooking food, serving food, preparing and serving beverages, host 
seat and greet. In industry based management skills there are three sub-systems, 
operational management, marketing and business generation and revenue and 
profitability. Lastly, in personal development transferable skill the sub-systems are 
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knowing about you, dealing with and managing people, building confidence and 
presenting information, see table 14. In some teaching restaurants teaching staff 
suggest that they still place a heavy emphasis on the acquisition of craft skills. In 
others they imply the emphasis is on developing management skills 'we are not 
here to teach students to be waiters and chefs', on closer examination however, they 
appear to both have the same objectives, namely to teach students to be managers; 
they simply use different systems as away to achieve it. The system used in the 
teaching kitchen at Brighton for example relies on minimal customers, the chef 
lecturer cooking all the food and students supporting the process. They do not 
actually cook a dish but help with the preparation and service and analyse the output 
process. The lecturer feels that this is the most appropriate system for teaching 
kitchen management (as opposed to cooking), 'students simply would not have time 
to learn to cook'. At Strathclyde students learn cooking by working alongside a chef 
de partie in each section of the kitchen, larder main and pastry. In the restaurant 
Strathclyde students learn food and beverage service skills in the traditional hands- 
on way by taking orders, laying tables and collecting and serving food. Both Brighton 
and Strathclyde are teaching hospitality management students food and beverage 
management. The system used at Rosen College requires students to learn to cook 
firstly by cooking for themselves in the training kitchen. It is not clear how this is 
funded but relatively low cost ingredients are used and under instruction they 
produce a variety of meals that they then consume and discuss. Level two students 
cook in the main function kitchen very much along the lines of craft production 
students, and this is used in their function dining room. Rosen College also use short 
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internships to allow students to gain first hand operational experience in a wide 
range of restaurants, some achieving supervisory capacity by the third internship. 
Oxford Plymouth Strathclyde Brighton Rosen Surrey 
Brookes College 
Industry based Very hi<jn I-ý'1 Mk, llum Iwýi High level (ritt Very umitec Internal and High level 
practical skills craft training craft training training craft training external high traminn 
Very umi[eC 
craft training 
Sub-preparing Very high Medium level High level Low 
and cooking 
food 
Internal and 
external high 
craft training 
Very high 
High level craft 
training 
High 
Sub-serving Very high High High Low Very High High 
food 
Sub-preparing Very high Medium High Low Very high Medium 
and serving 
beverages 
Sub-host seat Very high Medium High Low High Medium 
and greet 
Industry based Medium level Medium level Medium level Medium level High level High level 
management training training training training training and training 
skills experience 
Sub- High Low Medium Medium High High 
operational 
management 
Sub-marketing Medium high Medium Medium Medium High High 
and business 
generation 
Sub-revenue Medium high Medium Medium Low Very high High 
and profitability 
Personal Medium level Low level Medium level Low level High level High level 
development 
personal skills 
Sub-knowing Very little Low Low Low Medium High 
about you 
Sub-dealing Medium Low Medium Low Medium Very high 
with and 
managing 
people 
Sub-building Medium Medium Medium Medium High High 
confidence 
Sub-presenting Medium Medium Medium Medium High High 
information 
Table 15. Level of priority given to skills attainment through various systems based 
on 5 point Likert scale where: - 
.1= very limited 
40 2= low 
.3= medium 
.4= high 
5= very high 
With only Surrey and Strathclyde consistently still teaching silver service, and Surrey 
teaching gueridon and lamp cookery most institutions adopt the approach to 
restaurant operations along the lines of current industry trends. This is perfectly 
legitimate however Surrey's approach is not solely based on skill acquisition but on 
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building confidence and a higher level of dexterity whilst performing in front of a 
customer, as well as a bit of fun. That is not to say that other institutions don't build 
confidence they do but it is a very subjective process different people adopt different 
strategies to achieve similar outcomes. Whilst this snapshot of skills teaching 
provides a broad indicator of what systems each teaching restaurant focuses on 
there are inevitably going to be different interpretations of the outputs. The whole 
process of teaching in this environment is influenced by interpretation, working with 
the facilities available, geographic location and personal preferences. 
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Chapter 6 
6.1 Introduction to Conclusions 
It is probably useful at this stage to re-cap on the objective of the study and the 
research questions. The study sought to investigate the potential for a more 
sustainable teaching restaurant via the process of more effective and broader use of 
these facilities. The required research to explore the drivers that can influence 
whether a teaching restaurant is seen as a viable means of delivering the outputs 
required by the institution. Outputs are based on differing views of what different 
stakeholders perceive such a facility should deliver with a view to supporting the 
continued use of teaching restaurants as a method of teaching students food and 
beverage operations management. The literature revealed a complex series of issues 
across a broad range of operational styles. Key arguments were whether higher 
education should provide practical tuition to hospitality management programmes or 
whether this could be better provided by industry; understanding and assessing what 
students in teaching restaurants actually learned and establishing the range of both 
industry skills and generic transferable management skills learned in these 
environments, the investment involved in such provisions and the gap between each 
stakeholders perspective of value yielded from such investment and the variety of 
approaches used and arguments given to defend or not defend such investment. 
To establish a best practice model for a teaching restaurant in a given situation and 
to examine the learning outcomes of students over and above those normally 
expected from such a facility it maybe clearer if examined from the perspective of 
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each of the stakeholder groups. A pattern may then emerge that will further inform 
the recommendation, particularly with a view to their wider application. 
6.2. Stakeholder Senior Management 
The study would suggest that the university senior management have four main 
areas of interest. Firstly how the facility contributes towards the universities overall 
educational aims, secondly, how well it is organised and therefore it's reputation, 
what the overall net cost is, and lastly whether it is viewed as an overall asset in 
terms of its support as a hospitality facility to the central university community. The 
first three factors appear relevant across all six case studies as perhaps one might 
have expected, but the last factor, asset to the central university community, is more 
obscure and more difficult to value. In some cases there is a close connection in 
others it is weaker and in one there is no connection at all. It is believed that the 
university senior management have some say in the retention or not of a teaching 
restaurant facility but with funding and management devolved to Faculty or 
departments how much say is difficult to determine and much may be down to the 
head of school or dean of faculty to decide. In the case studies examined, there 
appears anecdotal evidence to suggest that where there are strong links of facility 
between the senior management and the restaurant, the stronger the support 
appears to be. For example Surrey appear to have strong links with senior 
management with the restaurant being used as a facility for the Vice Chancellors 
office on a regular basis, whereas at Brighton no such links exist and the facility 
closes outside of the semester and the space is returned to the department for other 
uses. One factor in the above example that may influence this in the location of the 
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facility, Surrey is mainly one campus site whereas Brighton teaching restaurant is in 
a different town to the central university administration. The other consideration with 
this type of support depends on what other facilities are available to senior 
management. The Vice Chancellor's office at Oxford Brookes have their own chef and 
are therefore able to entertain without the assistance of the teaching restaurant. 
Plymouth also have little contact with senior management as they too have their own 
facility elsewhere. What is interesting from the interviews with the various teaching 
staff and managers is that where there is separate provision for supporting the vice 
chancellors office for example at Oxford Brookes, there is greater acceptance of 
realistic pricing when they do require the use of Brookes restaurant, minimum £29 
per head. At Surrey where the teaching restaurant is the flagship-dining venue on 
the campus there appears much more resistance to paying full economic costing for 
use of the facility. 
6.2.1 Stakeholder Faculty Management 
During the interview process at each university the impression given was that a 
strong commitment to the facility by Faculty management was a key element in its 
survival. There appears a strong correlation between the cost and perceived value 
and how this could be best balanced. At Surrey, Oxford Brookes and Rosen College 
strong investment together with a commitment of support was very evident and all 
three appear to be meeting the challenge. In some respects Rosen College appears 
to be in a league of its own with very substantial endowments and a location ideal 
for capitalising on the abundant commercial opportunities. But Surrey has a longer 
heritage and substantial alumni that perhaps could be further encouraged to support 
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expensive operations like the teaching restaurant. Oxford Brookes has received 
significant sponsorship for the redevelopment of 'Brookes' restaurant but single 
sponsorship at that level can create problems if the sponsor wants to be involved in 
developing the curriculum. Plymouth has reduced the scale of their restaurant 
operations significantly and partly through clever use of space and their location they 
appear to be making this work well. As part of the trade off of using much less space 
£50,000 in part-time staff costs are written off annually. Strathclyde seem at cross- 
roads, refurbishment is overdue and the current location is not very suitable to 
capitalise on a larger or more commercial market. From a brief conversation with the 
faculty management the impression is that a new model needs to be developed with 
some radical thinking on staffing costs that are currently very high. The Business 
School, of which they are part, is due to be relocated into new premises and it is 
essential that the location of the teaching restaurant is given adequate consideration. 
Brighton has reduced the size and scope of its facility by about 70 percent and 
moved along a different track towards sustainability opting instead to separate 
commercial operations from the classroom. Long term plans exist to reclaim some of 
the released restaurant space but a standard restaurant operation does not look like 
part of its future plan. Instead it is looking to develop further cells of specialised 
study in culinary arts offered at both masters and doctoral levels. 
6.2.2 Stakeholders Student and Industry 
It was not possible as part of this study to interview students from each of the 
institutions, however by reflecting upon the facilities offered and the comments of 
tutors an overall picture emerges. All six offer some form of craft teaching, four via 
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a more traditional teaching restaurant format, Rosen College via its dining room and 
kitchens and in a more limited way Brighton with the Culinary Arts Studio approach. 
All institutions value industry experience as an important part of the practical classes 
and some emphasise this more than others. Industry will provide basic skills training 
particularly to food service staff or low-grade food handlers but at higher-level 
establishments or at supervisory positions they expect students to have some 
industry and life skills. Students are also aware that if they have industry skills 
finding work is somewhat easier and the better their life skills the more likely they 
are to get work at a supervisory level. Industry is often its own worst enemy 
particularly in the lower cost end of the market with staff working long hours for 
minimum wages and this reputation is widely know. It was not apparent that any of 
the institutions other than Surrey actively identify and reflect on the life skills learnt 
as part of managing the operational process or that they use reflective practice as a 
method for understanding the actions of others either in role play or in actual 
situations. Most institutions appear to be mainly concerned with practical skills, and 
management processes for example finance, products and the market. The research 
conducted by this study would indicate that the most memorable aspects of a 
teaching restaurant class are those that contain a large degree of personal 
development, often bought about when things go wrong but this learning often only 
becomes apparent when debating the individual situation afterwards. When 
recounting one's own experiences to make a point in a lecture it is situations and 
their consequences that are remembered. This phenomenon appears to be even 
greater when students talk about experiences from industry for example a question 
posed as part of a debate on the 'meal experience' asked the class to consider the 
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skills required by a restaurant manager when dealing with a complaint. Two hands 
went up and both responses suggested that the manager should be capable of 
dealing with people who were 'intoxicated' and 'severely intoxicated' and the short 
discussion that followed revealed the source of these comments as being two pub 
restaurant chains where these students had had summer work. The ability to reflect 
on experience whether gained from a teaching restaurant, a professional training 
year or from industry, is very important. Students that were involved in the brief 
study on reflective practice at Surrey demonstrated a better understanding of what 
this process was and how to best to use it following a year of having reflection as 
part of the practical class de-brief. As table 4 on page 104 shows students score a 
mean of 68.88 percent at the beginning of the semester and a mean of 77.42 
percent at the end of the semester. It is the researches experience that those 
students who are able to rationalise human interaction through reflection, particularly 
when they are stressful encounters, are better able to learn from the experience and 
move on to manage similar situations better in the future. In the context of the 
hospitality industry, teaching restaurants provide the location for these situations to 
arise in a soft version of reality where they can receive tutored support. 
6.2.3 Stakeholder Teaching and Support Staff 
This stakeholder group probably have the largest impact on the style and nature of 
the operation, certainly from the teaching perspective. Two clearly defined staffing 
models have emerged, academic with a technician style support team and 
commercial operation with academic input. Styles have pros and cons, on the 
commercial operational style flexibility is reduced and there can be tensions between 
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the two objectives of the two different functions, teaching and commerce. On the 
standard restaurant format the tension comes from asking technical staff to work 
operationally to generate increased revenues. Both styles will offer students a 
different experience, at Rosen College the support staff in the teaching kitchen 
provide technical support in a soft teaching environment where they prepare food for 
their own consumption - no customers to hassle - no sales targets and no service 
staff. Instead they gain their realistic work experience from working in the industry 
on short internships returning in their second year to a more realistic operational role 
via functions and events. At Surrey, students learn from working alongside industry 
professionals and although the staff is hand picked for their suitability and to some 
extent monitored by teaching staff, they nevertheless give students a realistic view of 
restaurant operations by increasing the level expected from the students as the year 
progresses. Oxford Brookes have a slightly modified system of above where they 
open the restaurant on a commercial basis outside of teaching times. They have 
professional and technical staff together with some paid students. Students are also 
employed at two other restaurants managed by Brookes that are not used for 
teaching. Much of the teaching emphasis is craft based and either technicians or 
professional chefs together with academic staff who mainly focus on the theoretical 
studies support each section of the kitchen. 
6.2.4 Stakeholder The Customer 
This stakeholder group hold the main key to viability; they are price sensitive and are 
affected by location, speed of service and ease of access. There are a number of 
customer groups that use these facilities. For example retired customers who have 
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the time for a leisurely lunch that may on some occasions take two hours. They are 
keen to support the students and are interested in their progress. For students these 
are some of the easiest customers to serve. Students, they too may have more 
flexible lunch breaks on days when they have no classes but generally are very price 
sensitive and may look for deals. This group are useful if you are short of customers 
and are prepared to offer a deal to get people in. University staff fall into two 
categories, those paying for themselves which generally means they are on tight 
time schedules typically they want to be served and out within the hour; and those 
on university business where they are not paying and where they maybe have more 
flexibility on time. External business people will be happy with the quality and service 
provided they can access the restaurant, restrictions on parking or the location of the 
restaurant will impact on this group. Events and entertaining, occasional clashes with 
classes but generally not a problem often still quite price sensitive because usually 
outside normal hours and university pay structure can make this an expensive option 
unless staff have the flexibility to take time of in lieu. The customer stakeholder 
should be investigated more because most teaching restaurants become reliant on a 
small group of customers and if anything happens to stop them coming the 
restaurant will suffer. Surrey for example has far too high reliance on internal 
entertaining, around 70 percent where the bill is paid by the faculty. Plymouth's 
Pilgrims Cafe is heavily reliant on local people, mainly due to it's location, and 
compete with local restaurants. In contrast with Surrey there is virtually no internal 
university entertaining business. 
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6.3 Conclusions and Recommendations 
6.3.1 Conclusions 
There appears a dichotomy of views concerning teaching restaurant viability and how 
it may be sustained, particularly amongst those that operate such facilities. The 
choice is viewed as between increasing operational trading or by reducing operations 
and costs. Only Rosen College is successful in this approach because of superior 
market location, significant sponsorship from hospitality and leisure companies in 
Orlando and a commercial approach to tuition fees. 
The literature has identified that one of the key debates amongst educators and a 
possible major threat to the retention of these facilities is the question of whether 
higher educational establishments should offer any practical classes for hospitality 
management programmes at all or whether these should best be delivered by 
industry. The literature provides arguments for both views and the evidence from 
the case study research would suggest that in terms of future investment the focus 
of the institution is most likely to be based on perceptions of value added to 
education, the teaching and learning rather than any general increase in restaurant 
trading. The literature has also identified that in addition to the industry specific 
skills usually associated with teaching restaurants, personal development, reflective 
practice and generic transferable skills are key learning features of such facilities but 
in most of the cases studied in this research these additional learning outputs are 
rarely recorded or assessed and therefore contribute little to add value to the 
teaching output or support the retention of the facility. The literature has also 
offered a wide interpretation of what such facilities should offer in terms of industry 
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skills and much of this debate has been evident from the case studies. Many for 
example no longer offer silver service, gueridon or lamp cookery but this debate 
needs to be broadened. The view could be argued that most commercial restaurant 
establishments use plated service rather than silver service therefore from an 
operational sense silver service could be dropped from the curriculum. An alternative 
view might be that being able to perform silver service at the table creates 
confidence through achieving a 'not so easy to master' practical skill. The skill in this 
sense becomes a bonus to the learning outcome, which is to 'perform with dexterity 
and confidence in a pressure situation' i. e. 'in front of the customer'. The literature 
moved this skills debate further by identifying the wide range of operational 
approaches that can be utilised to provide industry skills. However the evidence 
from the case studies reveals that in most cases no market research is conducted 
prior to the development of the operational profile. 
6.3.2 Recommendations 
It should be recognised that all the teaching restaurants examined in the course of 
this study produce excellent food, excellent service and good value for money. They 
are highly regarded and considered as assets by their respective institutions. 
However, there are four factors that the research identifies should be taken into 
consideration in proposing a recommendation for the future. The first is concerned 
with establishing the teaching outcomes and how well the proposed model would be 
at meeting these. Most operator educationalists appear to focus on the `industry skills 
curriculum' and a wider view of the educational benefits offered by this style of 
teaching in this unique environment that we refer to as a teaching restaurant often 
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get overlooked. At university level the actual dishes prepared and served are of less 
importance than they would be at a FE college and therefore there is considerable 
scope to develop menus, food and service that meets the needs of customers as well 
as teaching requirements. Observations would suggest that some institutions stick to 
classical preparations that for the chef craftsman would be an asset but for a 
prospective manager is probably too much information. Today's manager has to 
balance the cost of skills with the demand of the market with innovation and 
technology ... and that is just in the 
kitchen. Yes today's manager, whether hotel or 
restaurant, needs to know what dishes are on his menu and something about how 
they are cooked but they don't necessarily need to know the difference between an 
entree and a relevee. 
The second should consider the overall funding approach and it is essential that, 
whatever this is, that it is clear and transparent. Managers and staff will not want to 
take ownership if they cannot achieve goals or understand the way performance is 
measured. There is a systemic view that teaching restaurants offer a cheap option 
for a variety of reasons and this can no longer be true if performance is measured 
against income and cost. The focus is often based on reducing operational costs or 
increasing trading revenue, and these are important, it is after all demoralising to 
teach restaurant operations with only a few customers in the room, however the 
major contribution to value is the learning output and a better utilisation in this area 
is more likely to yield sustainability of the facility. 
Thirdly the style of operation, can it support a commercial approach, commercially 
minded staff, is the location suitable for this, is there a market available. Rosen 
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College has huge opportunities to run commercial events and needs little in the way 
of marketing. Brighton is trying to build on their culinary arts studio approach, it is 
slow and they are not yet sure that a viable market exists. A commercial entity would 
know whether the market exists, how big it was and what the future growth was 
likely to be. Surrey still produces products that satisfy the personal needs of the 
chefs, the customer is no where in sight, a suggestion " if you add gluten to your 
brown bread recipe you will make the bread lighter" chefs reply "We don't want 
that"! Yet customers say what happened to those lovely rolls you used to have"? 
Finally can the facility provide any additional output to the benefit of as broad a 
spectrum of stakeholders as possible, teaching, facilities, service? 
From the cases examined a hybrid model of best practice emerges. The greatest 
challenge facing teaching restaurants is under utilisation. Given their location, the 
cost of setting them up and the university salary structure they are never going to be 
inexpensive to support. If they are to be successful they need to make optimum use 
of the facility and the cost structure it carries. This may be achieved in a number of 
ways but there are some geographical and location constraints that affect different 
institutions and physical and managerial constraints that affect others. The 
geographic location problems are concerned with marketability and access. 
Sometimes these are no more than ridged rules about parking at other times location 
may be a more serious difficulty. Physical constraints can be size of facility or its 
location within a building and managerial can be attitudes and personality of staff or 
support of faculty or constraints associated with teaching and learning criteria. The 
recommendations maybe summarised as: - 
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Operational 
1. Optimum utilisation is the first priority; this should primarily be through 
developing broader educational use, better commercial operations, and any 
other suitable activity that diffuses the infra-structure cost and leads on to: - 
2. Staffing, overtime is nonsense even when not using a university pay structure, 
develop a planned utilisation for the facility and staff to meet this. It will be 
necessary to create a business plan so that staffing can also be planned and 
not ad hoc through a series of agency staff, this leads on to: - 
3. Examine the markets available, look at possible solutions to mitigate access 
restrictions and undertake some market research, operational style should suit 
a) the requirements of teaching and b) the needs of the customer not the 
staff. The methodologies of teaching are very flexible; often the needs of 
customers are not so flexible. 
Educational 
4. Examine current learning outcomes and identify, assess and record any 
transferable skills that could be used with other programmes within the faculty 
or simply additional use as a teaching space. Develop reflective practice, 
personal development plans and generic workplace skills. 
Managerial 
5. Set transparent goals in terms of funding support, income and expenses, 
university systems may not provide the right information quickly enough so an 
independent profit and loss account should be maintained within the facility. A 
simple spreadsheet with income, expenditure and casual staffing costs would 
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suffice. Do not underestimate the power of the personalities that work within 
the organisation. 
The optimum model for a teaching restaurant provides as wide a range of industry 
skills as possible linked closely with industry management. The effectiveness of 
management skills become more apparent when reflected against actual operations 
and this helps to develop embedded understanding. The theory of motivation for 
example becomes more alive when a student can reflect back on a management 
group project in a teaching restaurant. Life skills can be highly developed in this 
environment the teaching should build on this and use reflective practice in tutorial 
debate to enhance the learning experience. "Life skills are one of the most valuable 
learning experiences that a student requires in order to manage people", quote from 
Paul Richardson, Vice President ACCOR Hospitality. Students should be encouraged 
to develop Personal Development Plans (PDP's) to record this learning and tutors 
should examine whether this can be broadened across more modules within a 
programme. A stronger focus on the available market should guide the way the 
restaurant operates, over reliance on any market sector leaves the operation 
vulnerable to peaks and troughs in demand that makes teaching and viability 
problematic. This should also guide the operational style, provide the right product to 
the available market at the right price - basic marketing concepts often overlooked 
sometimes because the marketing objective is not clear. Funding has to be clear and 
understood; trading figures need to be timely so that operations can be amended 
and produced by the restaurant independently as this encourages staff to take 
ownership of the business. 
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Appendix A 
DBA Questionnaire 
The following questionnaire will be used to examine a number of different models for 
Teaching Restaurants. Using a systems approach the questionnaire seeks to map and 
compare a variety of these facilities using three interrelated headings, restaurant 
operational systems, education systems and finance systems. 
Teaching Restaurant operation systems provide: - 
Dining room/foodservices 
Kitchen/food production 
Storage/inventory 
Reception/seat & greet 
Cash receipt/reconciliation 
Bar/beverage services 
Teaching Restaurant education systems provides: - 
Industry led skills education (food production and service) 
Generic service operations skill education; teamwork, 
customer handling, supervisory skills, presentation skills 
etc. 
Staff/customer interaction - opportunity for personal 
development skills 
Teaching Restaurant finance systems requires: - 
Investment funding 
Support funding 
Revenue generation 
Trading accounts 
Potential for profit/loss 
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Section 1 General Teaching Restaurant provision 
Style and general description of Teaching Restaurant facility 
Overall size, layout and style 
Location 
Variety of uses 
Number of students 
Average class size 
Number of staff 
Section 2. Teaching Restaurant operation systems. 
Q1. Number of operational shifts per week 
Number of operational weeks per year 
Q2. Food service operations available Fast food 
Popular catering 
Ethnic 
Themed 
Fine dining 
Buffet function 
Formal function 
Q3. Food production operations Demonstrate imitate 
Call order 
Cook chill 
A la Carte 
Larder 
Gueridon and lamp cookery 
Q4. Food storage and inventory Stock control procedures 
Inventory management 
HACCP 
Q5. Seat and Greet Telephone bookings 
Table allocation 
Greeting sales pitch 
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Q6. Cash receipt and reconciliation Operate tills 
Operate EPOS system 
Reconcile revenue 
EPOS reports examined 
Q7 Bar and beverage services Selecting and storing wines 
Beers and spirits 
Cocktails 
Managing liquor 
Licensing 
Non-alcoholic beverages 
Hot beverages 
Beverage equipment hot/cold 
Section 3 Teaching Restaurant education systems provision 
Q1. Industry led skills food production 
Q2. Industry led skills food service 
Knife drill cutting slicing dicing etc 
Methods of cookery 
Use of equipment 
Kitchen technology 
Stocks and sauces 
Larder work 
Meat and poultry 
Fish 
Vegetarian cookery 
Pastry 
Lay-up 
Self-service 
Plate service 
Butler service 
Family service 
Silver service 
Buffet service 
Restaurant operations 
Functions and banqueting 
Q3. Generic service operations skills Individual working 
Team working 
Customer interaction 
Dealing with complaints 
Telephone answering 
Supervisory skills 
Presentation skills 
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Q4. Personal development skills Communication 
Expressing ideas 
Negotiating 
Self-motivation 
Identifying problems 
Solving problems 
Time management 
Perception of feelings/situations 
Making decisions 
Managing conflict 
Analysing 
Asserting 
Promoting change 
Leadership 
Section 4 Teaching Restaurant Finances 
Q1. Investment funding 
Q2. Revenue Generation 
Q3. Trading accounts 
Fully from Institution 
Mixed Institution and Sponsorship 
Sponsorship 
Commercial operation 
Operates on a subsidised basis 
Operates semi-commercially 
Operates totally commercially 
Operates at material cost recovery 
Generates trading surplus retained 
Generates trading surplus returned to 
Institution 
Actual trading achieves profit/loss 
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Appendix B. Reflective Logs 
Student name ........................................ 
URN................................................ 
Date .............................................. 
Weekly operational progress log 
1 What F&B related skills did you learn this period? 
2 What was the most challenging aspect during this period and why? 
3 What was the most satisfying aspect during this period and why? 
4 What skills from the matrix have you developed most this period? 
5 What is the main 'lesson' you learnt this period? 
6 Who in the organisation has been the most influential during this period 
and why? 
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Personal progress log 
Student Name ........ URN. 
Date: -4Q... 
CI, Aal-z ): ............. 
Weekly operational progress log 
1 What F&B related skills did you learn this week? 
° Corr; etc, es c-, ºh-i ct 
° tý, 1t-hJ Lr, }ý p ýcý e KSrý u s' t>11S 
2 What was the most challenging aspect during this period and why? 
Mot) S, rte c-J<)5 we're- ayrea kT °ý, c r 
3 What was the most satisfying aspect during this period and why? 
ý(', 
4 What skills from the matrix provided have you developed most this 
week? 
ýýxrhný ýnftxmc, ýhc, ý 
ýStZ'; `. 
J 
5 What is the main 'lesson' you learnt this week? 
cry) From Crp- 
G+y 
6 Who in the organisation has been the most influential during this 
period and why? 
- wcýs1pý1 cr iý cýcý, sýýefý; ý1 
C)Ci 
Feedback comments will be provided for each log and will combine to provide a 
record of learning 
Personal progress log 
Student Name. 
__.... 
URN..... 
Date:...... 
............. 
Weekly operational progress log 
1 What F&B related skills did you learn this week? 
ýFIýý ýý 
ý ýýý: r:,. x NnJ 
r, ct u cecS ctrJ 9, V/-) t e, ro irPc 
f ui cLof 0- 
. .................. 
I, C, L-a 
COfr. e c, týýQ 
t-cu C -P1S 
c fýiz, ý4ýP'Cýýný FrýdýS etc. 
What was the most challenging aspect during this period and why? 
l/ý/ r'ý G1 CU'% ; 
CC_W $Co1S6 (f(L4 cti Ve iý cý rý ci wý c. 4 LZ-) 
ý Q, ý -ýf ýl v' ` ý O"` 2 C%ý cc_pl 
G r-, p . C. L, \ ( nýl (n, - T CrIl tTy"a 
3 What was the most satisfying aspect during this period and why? 
hPill 
CieSýýýt ýC 
J rý 
t 
_ý ýl Ll 
jýf Sv rPJý ý ýLI_)ý( 
ýf 
I0 
'11) 
'1 11 
4 What skills from the matrix provided have you developed most this 
week? 
("YcC,, Co rr, -ý C o-IC zJ 
co C-, -: L 
,)i ýý `ý YYl C., f, 0. ý cyy`p iý 
C CJ - 
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-. 
ý J 
5 What is the main lesson' you learnt this week? 
CU I'Yý fYl L{, 
11 lCz 
tIL 
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r«5 Ca S ý' C" Un t C/C k cu tPut CLp/ Sf(, enS L-4 --et' 
C;, C-k rý ryl-ýv, 
6 Who in the organisation has been the most influential during this 
period and why? 
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. 
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Feedback comments will be provided for each log and will combine to provide a 
record of learning 
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iý5''ý 
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Personal progress log 
Student Name. .. URN, 
Date:. 91.. LI. G ßý .......................... 
Weekly operational progress log 
1 What F&B related skills did you learn this week? 
y. "-ý (3: ý- rric& &+ sc- r cý .irS 
f 
2 What was the most challenging aspect during this period and why? 
ýý, º hýd- ý ý-ý ý,. ý ý" 
'- Orcý aý `ý 
ý`rý, 
ýdl cope, whý Lfo- A4--i r> kS 
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(aý. ý54-c. ýý. 6ý-oiý dýu,; -, ý r, ýk., ý_ 
3 What was the most satisfying aspect during this period and why? 
v-ýýý \ Ccý .,. ý l ýcL cxý cy zr Co rye ýý [1ý 
4 What skills from the matrix provided have you developed most this 
week? 
1 ry-. C- Y, CL ciCjQ (YýQý-ý- 
ýU pý ý, 
J 
ýý h2 n ný. rrý-, ý 
5 What is the main 'lesson' you learnt this week? 
Ha- 2=- rý. axe -k OF- C F"ae 
6 Who in the organisation has been the most influential during this 
period and why? 
1ý1ýýýº r outhps dlo,: ýg a^or cQ eý- CL, S UQ-j 
cýcý ýS ý-e, -eý, ýý `ývýS r; on S_ 
Feedback comments will be provided for each log and will combine to provide a 
record of learning 
Personal progress log 
Student Name. . )........ URN 
Date:... .. 
1 QI. ZP. r-)r ..................... 
Weekly operational progress log 
1 What F&B related skills did you learn this week? 
ýovJ D Ue_ ýr2 Ccc Cýýýýýý 
2 What was the most challenging aspect during this period and why? 
1 Ina C)cre- ev mýý Cc(rec fý 
p=G d vJrýe , tYý ; cam rý wý om 
3 What was the most satisfying aspect during this period and why? 
4 What skills from the matrix provided have you developed most this 
week? 
Co 
occ-ephng re5ý' 'ýb, 
l; rý 
5 What is the main 'lesson' you learnt this week? 
Wo r vj b9 Vr'lý ý 0ýý -cf\e ý 
6 Who in the organisation has been the most influential during this 
period and why? 
Uý - 51nß ecý M e. cuýur 
{cý do cf fýeýpc iF 
l'1cX) O\ c en es. . 
S1ý c +'ý^cAcJýe xe1 Ü`d ek 5) 
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Feedback comments will be provided for each log and will combine to provide a 
record of learning 
Personal progress log 
Student Name .... ..... .................... URNC....... 
Weekly operational progress log 
1 What F&B related skills did you learn this week? 
: (I C)? d1. )S 
> 4r__k. -t1'E' t--1 
. 
f 
2 What was the most challenging aspect during this period and why? 
> VJ ln. z ý) ý- ý'' e, r. 1 `, 
lý 'J F'ý ý 
f 
3 What was the most satisfying aspect during this period and why? 
ý" \. 
p 
-li 
4 What skills from the matrix provided have you developed most this 
week? 
ý' - C: º ý.. ýd%' ý^..: 
ý' ý ý, cý-ý . ýc nn e_ ýr py ý~ý OXatC , 41, ýý, ý^º iýý Gýý 
V , -, 
ý What is the main 'lesson' you learnt this week? 
t'"; ý A, 
c::; 
. ,.., 
c, a T ý, - r, fri f: ý a; ý. . 
ý ý. ýýý 
y 
:: ) /' G- , . ti ev"ý ýý 
6 Who in the organisation has been the most influential during this 
period and why? 
C) 
ýaýl"ý.. 
i'; 7 cý : +i~ ý: 
ý 
4? 
ý.. 
ý . c:! e t:. 
ý,.. r. J cý'; ý; v', }t `. 
<t 
.. ' / 
ii, 
.ý fl fý Fr... % ý 
ý(l 
ý( 
ý .... d 
Feedback comments will be provided for each log and will combine to provide a 
record o` learning 
Personal progress log 
Student Name. ... URN. 
Date:.. Ii . 
/. (. 0. i.. Q. 6 .................. Weekly operational progress log 
What F&B related skills did you learn this week? 
sl oL, to ýdýr5 t- c, ' ýO 
-P e+ ses-,, e_- 
sf ýe/S ,F cry ho Qrefr -U ccdcc 
ýp.. ý in" Lo r-r , ca ý-, tnt 
lc, 4cn 
2 What was the most challenging aspect during this period and why? 
3 What was the most satisfying aspect during this period and why? 
ýºý tom- A, 5t-ZA 
r'ead. 'n- l-. 5ýý cf- 
4 What skills from the matrix provided have you developed most this 
week? 
ýjý LlrC ýý 
"'-'_ _" 'y L'iJlýý `ý1 f 
ýýLý 1 Cam' . ] / _? C' 
-- Cý1-ýkyc 
JJ 
5 What is the main 'lesson' you learnt this week? 
HA55P 
6 Who in the organisation has been the most influential during this 
period and why? 
Feedback comments will be provided for each log and will combine to provide a 
record of learning. 
Personal progress log 
Student Name ............. .... URN...... ................... 
Date:.. J. 101. CC. ........................ 
Weekly operational progress log 
1 What F&B related skills did you learn this week? 
Ev 3ey,. ý cvO rS N-. ear r ^ýaJliS 
1 ccýk me r 
AI So v, Cw ýý , of ýºý G 
iý; Lke 
is S6(: -"Y-\)Q2r 
{i , cv. ' "' L(k ý.. 
t4--c {ýL ct ýS 
2 What was the most challenging aspect during this period and why? 
3 What was the most satisfying aspect during this period and why? 
COY\CJ G 
,,. y Cý, ý 
' PXC-ýLý-Qý-,. ý. ' co, 
f`, rv. 4Lý. 
L 'Ili 
4 What skills from the matrix provided have you developed most this 
week? 
Z; 
C ýýIn cý 
/ 
52ý 
- (ýCýl v Cýý orl ý ýJ 'LCý oý, ' c 
1ý 
ýnc 
pýak-ý-ý, ý. J J1 
or 
gr°ý, `ý'`''^5 "'iºý ýP ý"- ý ý-k e ýý b ýt-c ý 
What is the main 'lesson' you learnt this week? 
r10, ß n-e b ý«cL to1S 
6 Who it the organisation has been the most influential during this 
period and why? 
ýVt? 
ýý ýtr`CL ý. v-ý ý-ý" ý zC. Sý--w-ýlýý. ý 
. ý, ý'°-. ý. -r, ý. ý`ý . 
Feedbacl: comments will be provided for ea: h log and will combine to provide a 
record of learnino 
Personal progress log 
Student Name.. .. URN.... 
Date:....,.,,,..,.?? ............ 
Weekly operational progress log 
1 What F&B related skills did you learn this week? 
Hc, %, A "f ' Cc, Tc-lcil 1 : 'v' 
CD ý- h ; E: i-- , F, 1.;, +ý 
fte. 
-r'r,. (c -+o --0rfeC1" 
C(-. tL i 
2 What was the most challenging aspect during this period and why? 
e-41.11 
C),. n2 Cý ý1 v 2c) 
Cý, ' <>~2 i, L4 5±1I u' c ý'ZJC C'\v ; r- cr 'r\ t r-ßt Cý nd 
to r ea, r» LS' ca c-, (]-'I 
eý Icy1( StU¬ff CL b 
3 What was the most satisfying aspect during this period and why? 
c©mmýrýtS reCýeucý 3C0G) 
ýQsýc'ýlse Sýts . 
Or SGýý s, nJc 
4 What skills from the matrix provided have you developed most this 
week? 
QtCi ýn 
ýý lý cckltYaL 
C), f-, CKO 
cý ýýý-t , r)D 
ýý rt in(D 1r1fo 
5 What is the main `lesson' you learnt this week? 
p rv, ý i CA lr`-ý 
, qw ur r lcu. ýq. (1026L 'a CIC 
H oý Ca 
Se r" 6reaoQ "oLLS L eS i e) c-', ff 
CiG/ýýt11 ýI cý Cdf(`e? ý 
6 Who in the oraanisation has been the most influential during this 
period and why? 
0 
Feedback comments will be provided for each log and will combine to provide a 
record o` learninc. 
Personal progress log 
Student Name ...... URN .............................................. 
Date:... ..... z4. ................. 
Weekly operational progress log 
1 What F&B related skills did you learn this week? 
kAVOAý YllxaLene 
l I'1 to. br 5 re 
iabei tej cnca öuEeý 
. ý. v Csxti`Jsp cc ºy to QUO (J k, 4. 
0 t, n CG IPGC 2 What was the most challenging aspect during this period and why? 
r, ý : ecsýbie ! re C C'anopý Ceýý 
, gZt t Kerr, d cr-e UJ ,bn Derr, tr c 'o ký 
3 What was the most satisfying aspect during this period and why? 
ýq rrý b: t ? rs c') CcrdcrN b1tfk. 2 U)Dtcx q 
' bed pry ecý cý e Swec) ýj scr-ýnerr, 
ý/e 
4 What skills from the matrix provided have you developed most this 
week? 
Co OWG); 2) 
bme Nnvr je ne/- 
r, 3c 
What is the main 'lesson' you learnt this week? 
Ký38oene bvrJr&*') oCeca cYý6 OP Mýýe 1P 
trte fiýýz 
,C 
rr, Jv 1, crýd s Dec)-) bxýjp CAI 
6 Who in the organisation has been the most influential during this 
period and why? 
Lýav e- VE-- in e1 pe3 
W1-a(- b Cb 6c& c, r) C. iAecAt cý- 
Were ný . 
Feedback comments will be provided for each log and will combine to provide a 
record o learnino 
Personal progress log 
Student Name.. 
... URN... 
Date:....: 3d Uctl. ýUýb ................. 
Weekly operational progress log 
1 What F&B related skills did you learn this week? 
7 fla Lnq jr 
CcýLL. nS vrclef 
ýv-ý cx-ý ýý 2 r\ rn r. Snee cý t c5 c- ii cý ý 
7 
2 What was the most challenging aspect during this period and why? 
UCtCLOT SinCý <U Cýiýi not fýcA ýj E' n S'v E ürG 
U C) (-A to r) +, r{1Sc I fl ( C) I (--O C 
E- 
felMe C'. n1 (\, 000fýýc. nýýrý_ý; ýtS 
Cl , /(-e -e ntv, , 
3 What was the most satisfying aspect during this period and why? 
Sýý -, ý < oý-Y-, p ý. Lýýj ý1 cý. t-c. s pre se-n tecý aýrcýci ýeý . 
Uý ct krýaýi n5 I hUýý a rO(x V. ý(c)c. ýLiC/ rý ýýk r. ý-ý 
4 What skills from the matrix provided have you developed most this 
week? 
/ 
:__ý. / r" -.., - 
vk? SGw ý5ý- ý-1cý, inc1/U' U'` C. ýLi`l r, 17 1f 
J, - -- I 
5 What is the main 'lesson' you learnt this week? 
,i 
ýlk-- ( rti1 ý or ý G-vý C-Q- vp kýun Cý C lý 2 VW' I out p C, 7_ S 
C) f- C r- cu, n v-, 4 o- (C 5(-A- C)/-, C`s ac Ccm P CI, 
-c- a e(j rrý p c, -(, - d 
6o rn c, )c_e c cr? S}ý" C rZ C"? C-)ý CL- 
6 Who in the organisation has been the most influential during this 
period and why? 
j-I u qý -ke 
V\^ -C-_ 
CU rv ý rYý ýLy1 ý C" Ct--t- i ,ýý, r--, . 
Fo 
/ 
Ij 
ý. , 
wck s rPC, - 
\ý"1 kiz iPku ýL-,, +- n, - 
ýI 
c"i eCA 
cý- Ck cn(ýV_ 4-0 
Feedback comments viill be provided for each log and will combine to provide a 
record o iearninrc 
Personal progress loci 
Student Name ....... URN ........................ ...................... 
Date:. Q.. Jp .. 
27. ý .................... 
Weekly operational progress log 
1 What F&B related skills did you learn this week? 
1'lc, j-. -) to Co CrcxrD c)o.: an 
C Iýý f r--+b" es - 
2 What was the most challenging aspect during this period and why? 
i1a3nq Lc, i-s op %be 5 
or 'd mGl ýý f-, ýxe 
arrivýnq 0,11 at b-,, -- satiý chme 
wefe all Sevnked 
3 What was the most satisfying aspect during this period and why? 
eN-; ý all tine- GcrJe)s coCreck ý 
ý3ýnq no Crr-rf7a in*ý 
5vcce-ed, CA- 60,! ngc o Fein 4pbles ail Uý O"lce . 
4 What skills from the matrix provided have you developed most this 
week? 
Esc l-rac lýnq tmpdbý in fbrrreu h q-) 
CO - cpe ; kh 
1rne 
(Yla'ýerne-q- 
5 What, is the main 'lesson' you learnt this week? 
7itý`le mat` F Wvr4tý nJ, c e1 t^RCiz pc P 
6 Who in the organisation has been the most influential during this 
period and why? 
ýýreý-e (nerd (Vim uheý I Iýad ýcblerns'ý 
S S-fx; es_ 
t-he 0(0e) ýýý, -ý o"J he IPeJ wim 5ý elaý 
Feedback comments will be provided for ea: h log and will combine to provide a 
record of learning 
Personal progress log 
Student Name. )......... URN .................. ............................ 
Date: ... Q. 
G/tJ. ) Q.. 
......................... 
Weekly operational progress log 
1 What F&B related skills did you learn this week? 
ho-.;.; -6 ýý Cxed, ýC j6 Mcachne 
2 What was the most challenging aspect during this period and why? 
Wien 2ce u-xx a lcrý "ie o, z) CNej L, `, aý! ecJ 
40 Chc, biE, _ ,. 
ýý 0=rereý 
1- he 4c rYN: UP j le U-ne 
W orýeir -lGb1-e . 
3 What was the most satisfying aspect during this period and why? 
WOO, all bi Ci. 3skxn hac) caw crrf-iýýc7 
(J2 Ple N, in t vie, n ý- P o-ee 
4 What skills from the matrix provided have you developed most this 
week? 
Sa 'ý o FFeco 
12itpd-in "ni rýrm a hcrl 
5 What is the main 'lesson' you learnt this week? 
hCLO -fo VS"-' me CA-ed , I- cu- mc: ch Iv, e 
t:: 'eA r-1, c; kl'1 UA le- ti AA. 
6 Who in the organisation has been the most influential during this 
period and why? 
L-G 
r-e/'1 - 50e exlCktnc-- all r1-. <__ I hc ýo 
probiEýý 60 crý' wIM 
Feedback comments will be provided for each log and will combine to provide a 
record of learnin 
Personal progress log 
Student Name ............. ...... ........... 
URN... 
Date:..... u.... t'' CIV - ............................... 
.... ......................... 
Weekly operational progress log 
What F&B related skills did you learn this week? 
=ý- 
2 What was the most challenging aspect during this period and why? 
ý týý c F-- 
ý 
(J:, 1 /% L' C-}" ýc od . 
tu Uý`ýýJ t (i wýd ( ýiýýJýcS' 
3 What was the most satisfying aspect during this period and why? 
4 What skills from the matrix provided have you developed most this 
week? 
n- Ir1 1C Lý. ýý 
t 1'1 G 
5 What is the main 'lesson' you learnt this week? 
ý ýý 'ý `ý 
1 {--c-ý, -, ,J 
Wi --e___ EG 
Lý L ý-ýb ýý 
f C-Jý 
J -, 
6 Who in the organisation has been the most influential during this 
period and why? 
k 
C., J`P. 1/N lk- 
ý- 
c, 7t 
sý- YtiN. C1 (ý, ýýý_ tý 
Feedbacl: comments will be provided for each log and will combine to provide a 
record o` learninc 
Personal progress log 
Student Name. ...... URN. 
oate:.. 
6/. f. J.. (.. 0. r. ...................... 
Weekly operational progress log 
What F&B related skills did you learn this week? 
pied PCrý t rd l Olaf 
Uszsä r bo. Kesý ta4 
cr b1Q C0PPL 3- , ý, , o+, c ýýraL 
Pre c3 S rS 
! -ýIýt p1e {ýl¢ hý uý . 
2 What was the most challenging aspect during this period and why? 
ý1naýrc wý 5 6, ýo rdfl c 12 peopLe- 
3 What was the most satisfying aspect during this period and why? 
1 ., -5 a, - c-, ccL b Lo tom- Lýcý 
4 What skills from the matrix provided have you developed most this 
week? 
ýß -ý cý-/ti Cam . nq r, -- d"j ` fpnopri ca- 
Ce a-kb'D i dýýo--StJ L. 5ý, -, SP- co r. br o L, r gaý., äSt:, q 
CC`O«-fi n ýj , 5ý ný + nýaý b 
Vfyý, 
ý L_ `J 
5 What is the main 'lesson' you learnt this week? 
To f ,' -&t- o [o-be-ý 
6 Who in the organisation has been the most influential during this 
period and why? 
TCSm Fc)rý"r'S 
DaM c- ý0, - º-, 2ý ,Pý, 3 L-3ý, vv, doss 
+f 
Feedback comments will be provided for each log and will combine to provide a 
record of Iearninc:, 
-- 
Personal progress log 
Student Name ...................... .............. 
\ýýýiýý 
Date:.....!.. ý...... 
ý. ýý. ý! ý. 
ý. 
ýý. ýý. 
ý.. 
Weekly operational progress log 
...................... 
What F&B related skills did you learn this week? 
S, ýJ HOW 
st\ 1\ VvJ 
ý 
,:. 1 
\1 
What was the most challenging aspect during this period and why? 
'. t 
J J° 
`(` 'Ir 
4ýý1 CJl.. 4J 
ýý 
S_ 
3 What was the most satisfying aspect during this period and why? 
yýa`uýýº4 ýaý ýý`tý 
4 What skills from the matrix provided have you developed most this 
week? 
j, 
, t, l W,, ,_i: "1 (r ;` %_F, ý V'"ý it 
`. % I .1% "f`. r Cý ýl 
`1 
, 
5 What is the main 'lesson' you learnt this week? 
ýi ýeCik ýfýJ! lz 'ýJ ý0k.. + 
;.., _ TJ' ". \ 
ý ý1 
`ýJ 
6 Who in the organisation has been the most influential during this 
period and why? 
tA at 
Feedback comments will be provided for each log and will combine to provide a 
record of learning 
Personal progress log 
Student Name. .... URN .............................................. 
Date: .... 
).?. 1. }........................ 
Weekly operational progress log 
1 What F&B related skills did you learn this week? 
1 tout 4o 4cx ý- 
cxiJ£lý 
ý1Cýf'. ýý^ý ý. "''. ý'.. ýr. ýý: ýsý7, ý 
..; ý; ý,. ý; ý 
What was the most challenging aspect during this period and why? 
ý. 
.ýý ýý n 
S.. 
' 
'+, ý 
ý', i ä ý. r ..... ý, . ,,,, ,:. ý. . 
; ý)t, ' rJ-4 iý 
3 What was the most satisfying aspect during this period and why? 
týk. ý, tvi e =vý- L,. Ja5 
CA ý 'ý ; eiýý'; 
r ýJC ýV_:. ý i_. -- 
". xý« fr"' c='ý< 
4 What skills from the matrix provided have you developed most this 
week? 
fý 
C yý--ý ý r" ýýi1 (r`- C; 7t ýýtXt. 
n: C. e! `c? ý`. k :' GC i" vfi:.: _ ýf ` 
~J""+ 
-j 
ir<Cý 
.,. i 5 What is the main 'lesson' you learnt this week? 
ý. 4 1ý 4ý 
ý>a«"'ý ý;: ýY'», i Sýýf ý'. ý. ;!.. - ., 
' ý`- 
t:: S y t;. 
,ýý" ýý 
ýt t' iý }' ; rýr`ý 
-I 
t~ c 
6 Who in the organisation has been the most influential during this 
period and why? 
sIV-, $. -, ý, f.. 
ý xJ'« 
+, 
ý+ý: t F°' '`'t 
.. -F e «r .. ýýr,. 
s; «. ý ý: ý r, ý^t r 
ý 
,ý JT ý`. t 
I :4 
t a+i, 4 
%ý. ý+y ' f' r. ýýiý ý' F'JY"n; i". Fýý. 4 
ký °l"`.. ý 
Feedback comments will be provided for each log and will combine to provide a 
record of learning 
Personal progress log 
Student Name... 
. 
;,. URN....... K. T..,... ý. +.......................... 
Date:. f.: ... 
(i 
: +. U ý ý.. C f............ 
Weekiv operational progress log 
1 What F&B related skills did you learn this week? 
ýý- . Flag 113 vp /0 wers _co--ALI 
G-I 
oinar was nP mncr cnaucinnino asnE+rr n urJIIfl 
t 
nn ann 7 
Y1® c- 
-VJ r )j 'W ýe. i on 'Cl-- 10 
(w cis 
3 What was the most satisfying aspect during this period and why? 
4 What skills from the matrix provided have you developed most this 
week? Co rv, c' rJ J Speck cam` C" ý, 
ri C', 
5 What is the main `lesson' you learnt this week? 
CA-"A YL 0+C 
eck e- , ., -k . e,. 
6 Who in the organisation has been the most influential during this 
period and why? 
D(XV ý ý. 
GAeSCcS'%. -, LA 
Feedback comments will be provided for each log and will combine to provide a 
record of learning 
Personal progress log 
Student Name ....... URN ........................................ 
Date:.. ..,.. ll .,.. 0G ......................... 
Weekly operational progress log 
1 What F&B related skills did you learn this week? 
-T-6 C(zY-1-)Iyx17'i CcaýH 
we d, (3n`F- all 
ýqo 
W; f'Vl prrýs = 
kD (Y1Cze 
f-0 1ýe Sane -iableý 
2 What was the most challenging aspect during this period and why? 
ld cam' E- hcu : 4, n casS cxc ,n. 
3 What was the most satisfying aspect during this period and why? 
U -b empeqew 
e-, 1,2 xh i- t ei r mod Cnd 
,ý Flo,, r*s c )Q Ct rY- oGa. ý tmö r: fcý 
hcý 
9 E'ri ý j- 
rr'c c. 1 c c) 1 uj o ýO rý 
G( 9ocd rJJO 
4 What skills from the matrix provided have you developed most this 
week? 
c rhnog 
\r1ýa'mcýhcr-, 
5 What is the main'iesson' you learnt this week? 
-[o (ie cen Care(-vA crC1 Gie 
6 Who in the oroanisation has been the most influential during this 
period. and why? 
rýn- KCI 
uU'nc, l- 4-ý 0: 9 
(ý-, ac) CL-; t " 
IvAe 
F' ,nt %-v, Yi, qyx't, eS cnc) K)e-lb 
ýýý ý 
ý' vo1 iý rJý +C) tý- 
Feedback comment- will be provided for each loci and will combine to provide a 
record o` learni-incý 
Appendix C. Scheme of work The Culinary Arts Studio Brighton 
216 
Culinary Arts Studio Brighton University 
HH10000U - Food and Drink Operations Scheme of Work 
WEEK 1 Introductory session - Health and safety briefing, uniform 
requirements, assessment 
WEEK 2 9.00am - 12.00 1.00 - 4.00pm 
6/7.10.05 Foundation Hygiene Certificate, menu planning and 
design, standards of performance 
WEEK 3 
13/10/05 New student party all students from 1.00pm 
14/10/05 Group study day 
WEEK 4 RESTAURANT OPENS (to staff and visitors) 
20/10/05 Group A 
21/10/05 Group B 
WEEK 5 Exec team Production Service 
27/10/05 123 
28/10/05 456 
WEEK 6 
3/11/05 
4/11/05 
71 
34 
2 
5 
WEEK 7 
10/11/05 671 
11/11/05 234 
WEEK 8 
17/11/05 567 
18/11/05 1 2 
WEEK 9 
24/11/05 45 
25/11/05 71 
WEEK 10 TRADITIONAL CHRISTMAS LUNCH 
1/12/05 34 
2/12/05 67 
Week 11 TRADITIONAL CHRISTMAS LUNCH 
8/12/05 23 
9/12/05 56 
3 
6 
2 
5 
1 
4 
7 
WEEK 12 TUTORIALS FOR INDIVIDUAL ASSIGNMENT - HAND IN 
FRIDAY16TH DECEMBER BY 4.00PM 
WEEK 13 Exec team Production Service 
12/01/06 123 
13/1/06 456 
WEEK 14 
10/01/06 712 
11/01/06 345 
WEEK 15 
26/01/06 671 
27/01/06 234 
HAND IN GROUP ASSIGNMENT FRIDAY 3RD FEBRUARY BY 4.00PM 
Suggested Reading: 
Cousins, J., Foskett, D., Gillespie, C. (2002) Food and Beverage Management. 
London: Longman. 
Davis, B., Lockwood, A., and Stone, S. (1998) Food and Beverage 
Management (3rd ed) Oxford: Butterworth Heinmann 
Lillicrap, D., and Cousins, J. (1994) Food and Beverage Service (4th ed) 
London: Hodder and Stoughton. 
Boella, M., and Pannett, A. (2000) Principles of Hospitality Law. London: 
Cassell 
Sizer, F., and Whitney, E. (2000) Nutrition: Concepts and Controversies. New 
York: Thomson Learning. 
COMA report (1991) Dietary values for Food Energy and Nutrition for the 
United Kingdom. Department of Health (1991a): Dietary Report on Health and 
Social Subjects No. 41 HMSO, London. 
Appendix D. Self-evaluation of reflective practice 
Communication 
Speaking effectively Writing Concisely 
Listening attentively Expressing ideas Facilitating group 
discussion 
Providing appropriate 
feedback 
Negotiating Perceiving nonverbal 
messages 
Persuading Reporting information Describing feelings 
Self-motivation Creating ideas Identifying problems 
Imagining Alternatives Identifying resources Gathering information 
Solving problems Setting Goals Extracting important 
information 
Defining needs Analysing Developing evaluation 
strate ies 
Time management Developing rapport Being sensitive 
Listening Conveying feelings Providing support for 
others 
Motivating Sharing credit Leadership 
Cooperating Delegating with respect Representing others 
Perceiving feelings, 
situations 
Asserting Negotiation 
Initiating new ideas Handling details Coordinating tasks 
Managing groups Delegating responsibility Promoting change 
Making decisions Decision making with 
others 
Self control 
Managing conflict Implementing decisions Cooperating 
Accepting responsibility Setting and meeting 
deadlines 
Organising 
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Dur, 
ýq t}, y drr, e OF One L4*Csºc)e re6toºfý^ý, 1 ho-w- Spent ryc-e- l^xaý ', ý 
Or,, (e&Ewv, P C1-w-+ tx+e_ ýýýº^+en. lýaýGýelý b-ýe tirne ýn bon"+ 1-ýas ýjD't 
ualuabl- o-u evAc. ý 6tc+lls 1 {noue. " 
ixi O"' G ny c a'ý l'ý fý5t`. : c'ýf ,ý 
Iec ýn lr ý 1'lý %0. '>i C5 c%'i `S1I Vei ti ) CJge -) 
c: -r LYe tr-U2_ trýc: ý. , : rolls ý cx> 
.. Jitrc5'l 
pscý_u ý tA%Ch. ý, C. A. L; ºe tL 
Co 
c3. iýý tc Crrr" Cyn2ý ýºat ý, s cý%cý cxLLº^ý- Z5YC11 C4"t sF ýcýG `' 
prc, criGe rY, e- cmcx) "Fcxr-. in t7-x-- 
ý. tHr. UJr, ý, tý, 1Gý ýcýcJ ýý t3-xý scv, c) >> (ý'crn rrý 
n9rýý , cAý c'rný ; ýý cý ý; ýt ýý -ºý C. ý, ý -tý rY+uc. h c3ýrýhc. h 
ýc- Lý ýý ý 1ý ºs cIý ýr: d ý: ea^rý. rnpýi i`rý i t: c: ý rýcý: ý 
"11-, ºs ca, be iý7-0 ! ý, ý, v-i, , ý- c-, c*1 on <2yrz. ý r"v . 
º1Crl o.: f'1e'1 Clýe5; ºýS ýýýfi tý Gýcý ýscý Crºý ýPýý FLIIcý,. ýý 
"-fYýe º Cý. ýY Cr>ºý , ýý ý ýý tYý ýk 
ý; bý 
C. ýýL, 1 Cn C3 QýýG'u[i7t- ý LJ1'ý ýxý C«-. "JC . 
fyc: %C' ýCý) )i )1 ccýI `ýb`ý 
ýý Vý>i'`/ý CriilVlCýl"rGk 
J Ylu, v- ý3'= tt1'e, 
i-- ýn . 
v.:; osGnq 1C: ý ý'ý' li.: rrj , MC 
ýGü 
ýMc 
ýCý ý'ti, 
`C:. Jý' 
" 
ýCýýlY1ýýtatiC'1 Lý=; G+1ýGý Gý f-vGtC; ', ýit'+'1 ý 
Gý: ýiý lf' b Cý+ GýJ ýiG f"nýrnb('/ý 
. 
ýi'1 Lý ý1ýC VD ýu ICJ ý eSICi tZ"1I fý 
flJý =ýYýCT1ýly v1C; ý canCºý ý C:: 3= iCý%ý "ýG 1'1ý C: ý ýýtJ: ýný (ýýýcýny 
{ýCJ ý. 1ý'u 
ýthJrýu 
c ', 11 \, "Yýcý ºiýý ýCýc: tiý ü: cý. s º ýcxý: wý, L>i T 
`ý 
CJU 
ý bý ýý ý 
ýý/ 
GCk! ýýs ZU ýý 
fl"6ýG7ý) C'lt' " 
cýeCCCYý "fi+. ' 
AC. + tr-ýt-ý ,s reýýrc- ýk, , 1, º-, ºc, 
>C u=%ta º ýý:: ,, 
}ý cný Gr C1 ý tý, º r1 ý '(ý'º Cý 
ýicý t iý'cý 
Cýý+cwýý;, i-ýýý ý'ý ý r1: ý ýi'r1 ý 
1 r7 t3 ýSG L/ ýy ý C.. ý-ý-SFCT'rk / j[it%l`ýi c. ý (1" 
C"I1 c. t, -,.,, 
1"ti, ý- 
6; ýý 
1) 
(,? -ºý, ý ýG-xýFý.. '"'rc ý (. J. ýý' 
f'nýt- LQ 
%Yýti cýL' Lc, y-r-ý(-ýýIarý ýict . -t'r» 
nFF'ýý c. -, s, ý5 ýs-ec c uhll: ýt- 
PC; %-, ci crlJ 7->c, lr 
ire- in 
ýicýý L'. J , rr, rrF_ Ghcýºlýýw. ý f fä týcýc! ; t1', cýle u.; erý fý+rn, =ýýýýý, r 
cýi%7 r? 'll: -(a5 . U. %f'1 e^ T%ý°r C_ý E. 
ITý'YlE'ýý C! `4ýL 
cI1<ýa ý-/ 
cnv ,ý Fel +1 t--NC, c` ocý+ýe e. ec; n ('0 Ne U---, ' Ga. ýf6 
ca _ý ýrecý (, er r1G cir-ro zr7},; 
ý1ýcat ý VvcýS cl f, -, rý", ý, ý'i, rJor, 
rýfS Lýý}h ca11 ýý5, 
i--'c: ý; 
rh3=. -6, if c; ý1 +C rý f-ec ll < -ý . -r'ý t_'Y- k: ýr CC 
i tiFý tý ý1F , tj't, - 
('e. r-, be/e? C) 
<<äýýt.. x2S 
rý L.., m c1_ ; cc. 
ýs cý, výý rncrýýrLYý -rlm ý 
J c-o . 
; _(/. -J 
ý ýCi 
ý1 fJ1rý' ý 4eý 17h, hc 
hc: 
l(: i rG ia-_ 0--ff : e1.1 I'll i-'l 
,,; ýrk: ý'. ýpe-`: -.,:: ýr c, ý)'-a: a I t-, uL! T 
GG ; 
D¬CC; t.. i`C ) ýw t CjCi+ c' 
ýr . ý ýC: =ýsý E° `yý' 'i"ý' `->-~ t''ý'_ 
e-zpr o e'Y: N niniz; C L' 
C-nv 
v ºý no 
CýFF=výý- . 
(. - vtt'1n ,ý ao 
ý{L t Yl P 
LL C 
CCA ; `U 
ýi 
`E? /'; c) . -L-' . 
be irý<. r-n~iJ C: -() 
I rOCi IýS f' c'Cr) ýý, ýC. "F^c x rý ,n 
cz 
a Ve? ý 
Gmý.: ý iýxýý. -t"r, ýý> 
-Y Yr_ º-luýCýý; G'ý-, 
'i ºýe. 
LVe: e c. tl1 swý`j°-, 
Cs V.. tvl cr? 
G 
. 
TI-fQ/e 
t1zýeý U"7) j; ý: 
ý 
ýtr. je , 
Thi5 cCýS C-T crý! ý 
ý 
c K' c ýrn . h-1. ) )t 
Ric, ý- 1ýý=-"- 
Cýc: E'.. >> Cr' '-' 
Mý 1^1c. rý; ý, rý c7,1 i 
ý ic; xn , --X-A, -, c ºa, 
ýc3si-.., ý:: ný` , 
iýCýý 
ýýF, 
ý-, trcý) {'ýýcý-r;: 
ý: 
Cc 
, rnm 
ýý. 
ýJcc. 11ý ýýý 
) c'ee 1 prý_ to 11 tre 
1 hcýv , . I_") 
\ 
G l. ýF'jývl ý! P llfýt] 
ýý 
/ý 
ý! ' 
Vý-ýC. ýS 
Gf-? -'- a, tý'_:. 
. nC_ 
ý`%L Z. 
ýý 
l"ý'ý'- ý 
ýn 
ifý 
C? L5C 
.ý 
V*)ý- : G: 
1ý-, F: _ hý výH i 
ýý cý 
ýa 
ý cu.. x l 
lýnti aýýý Yrý L. cýrlLC E1 
-**cv bt. 
ý t'ý ý-F'c ;il ýC. I Gl`ýri hc, ýr:: 
Ti ý^Cs ýr `cý cýcJ Z7[XC, ý fl <, 
G1ýc7 C, lorY))' 
Ccfýýi~nl 
L-IN7 ý.: v, -fýfrý``' ýt1 
0 -ý17: ! 'ý 
r1Gýb `:. ýýCý -ý'Y, tS ý,:: uý ýr: -. '_ ýc'ý +ý. ; _-ý ý: c. ý 1i ýtiý... ý/ 
1 c, tilý, e 
b' G: s'ff'ýE. 
Cý-. ý% 
cro 
ýt'ºýý1- 
l 
tl-ý {ý, '6 Cr-c, %1 
, b, ýýhý ýLT 
` 
rL: ý Y7 `1"') 
(Y, Ný; 1 pr_. (fric. -, -rr' t-7 LL; C4 L-ý 
ýýý vle- ýý ca llrýc ft 
LL ;. ý t=ý'ýý ý t1 ý ý1 1 -'c'c) cx'ý ý Crý L 
ca II Cý: c1. nc, ý-ý rL t L, tMý ,-f 
.. _/ 
` 
ca+- tti, r "pi e&-' lc hýý rý<: cJ {z% i'ý ccýý 
rtrýý ý c" lcT c. u- 
ý`ýxruf--, ýý, , t ý--ý,, ý, 
1ý ýy CJ_' 
ý. . 
Gcn ý(d 
Lt: ýl i 
ý..; ýlli°ý ýýi^t 
h;. + 
ýýýý, b; 1 ýýý, ý, 
ccoAo, -ý9 Ct. r'-[K. C'iý -`x`'\, 
ý CA 4Ü: > Gtil 
ý ý'va ý ýC vrý«: ' Cý 
c:. c-ný. lcitlnl- ý lc: r5 cr mC=t_'ls , 
z; ) b'- ý`. cýct  \" 1C r ý 'ý ý('1C:., (, ä 
1ý" L,.: C: ýý ca `ýJ 
ý. _ý 
ýý"ý 
c~ýýxýcrt t ý-xaý >a-) ý' ý", ýýtl n-ý ýýý ý InC-6 
nCJ cLripl4:. sk nid 
\ }-ý'"'1`-ý ýFLý<: 
ýtýc. 'lý f'/''`: 
k 
. 'Yýý 
iýýi i tn 1(ý1ý º\ i_rl t'w ýý pý. ý= ýý, h c ý, IO`r 
` cxu-, "I:!,, r2'i , 
C:.. 0.. 
ý 
ºý: ý ýn ýý 1Is \ ý.. ý=i¬ 
G{ '1`'en! 'lvý t) Cu97ex,. nýý 
ýIYý-ý. 
ý ý11Ü1c; ýyý+yýyý I cý, ýý)ý,,, 'l"y ý'f{=ý7C. YýJZýn. ý ý 
cral 
1-r, t-'* o-eý. 
-' v--ýý-i= 
-tcý. rr-L'bie- 
t. 5 GJý nr r- 
CE. '{; ý 9i ýý> ý rsýý ý! I 
c-Ccrý ýýý, US 
-ý Ccýýs ý' ý-ý ý'ý_ Trý*c. ý ? Z,. ý, 
,n rrj 
`ih ý Yý :ll _3 I c'ýýýCfx_ 
ýn 
Yr '-t ý-ýcj C rý ýýi<; nýý 
1 ýýel L1... `NJý c1ý LT rn'1(f , `. ulýC}C) 
ýýý '1Cf 
1 hV, 'z. 
ýý ýý 
ý'ý}ýý ,ý<, ý 'rý 
ýý'ý 
o. c..: C, 
rn_ný, 
Lý 
ýnJ: c.. t: ý+c, s 
C: ý't:: Cý:... 
ýF iý^ýý; Ivi'Li 
k, 
_ 
lx, r%7 'S 
tcý cx-- ocn"iý-- . 
Gý. ý'..: ý5't'-`-iy 
ý 
ýýw-- 
º-V-- ý. ý 
i-.. kr-ýic, 4 --ý -)c L,. >el, =- i, -j1ua, ih: 
cr ,, -j ý ýf? `ýFý " ýf-c, otct-n.: z- i-c; Cj Ü `Ci cx-ý, j 
ý ýý `ý-ý. `ý'ý1 iýlý Ci, 
ý 
CJi- 
c r, ^ýý `ýý1-t,: ý, hý. v 
\ 
cý'ýc: w, 11 t-ýr¬ 
tin l^ný 
Cý(,: 
l 
r. ý"ýLc ý 
I 1, `ý tr1 
Lý: -- - 
/' 
oL hUýe UvoýkE diý I/Uº-; ous 5ýýýýaýý5 
infýk(hefl) 
thE' ýýý ýn d -fjh ýL eSýýu-&n-t- . 
bDtIJ tU COcý- (A)IJ dýCC)j-Lkfý . -ýJUd GLLIt-ih 9 
ývoýll %ýý ;n ýhý ý; tcl, erý ý. CorýrnUh; «ýf`ýotý wlýs ve-l-y 
ýý 4'ooý 
-t© CUS-ýový1e15 ')t-npýýýy . 
ýýer1 ý woýýýl ýý ttie ýitýhen 
At fi 5t wu S ConýU 5 eý tti ý fh ýý e ü-EiM d5 FACOt-e- 
ýº ýýeý ý9 I 'º ýhýi -ýýhýns ý eccýusý iý wý s -ýA comp/e--feig 
S ySteý rýý coýkýný Gind wtvýnUg ýn9 ý` ýtciýens Coýv, ýxýJ-ýd fý 
In WU -ýLo 
(F1xt-n ýook ; ný 1'Y1ý4--W5 ýAV1 Ci -the o4G"oS r het-e, . FO! - i Viýý-6AnCE 
jº ý-en-ý- fooJ Lvas -Jeýecý 5ýfý; h 
ý ýýý ýý ýeýoº-ýsE ý, oýv ýý Cot-ex4E 
ýOoc/ d If y 
Thv n1oý4 i mýýº-ýÜn--ý 4'In9 Z%eýýný i5 hý^ý Cooý1 ýn9 zýsk 
L1 6, e- C101-In )-l L1 hGi] ýi / rn e Cý1 ý° 
f7 °l Gý 
dC hE' p lýuGt `ý 'ý 
k(A 
So o4eý- pe-o(ýIP- had to Ae(p A; rn ýo-ý 
I/v w/J (r1 otýc, j ýn 
t; m oL 
Sý-EEi n9 a! 7 ý in'1ee. rt inq dead t ih es _ 
5e60rjly 
/ woý-k; hg ;ý -ý-Ae 66. '-- 
I hUVe- developed mj 
SK°1115 SUGA ýk5 Gýýuk; n9 Co 'ý :LJ id no -L know /Ibýt/ 
ý Mu ke_ CÜ PNU cc; no ý) 
Lý-f to oi- Aýý ei- lccAný. 
/ iýýý+9h-ý 
iv, e r, `, hý+ d ºýýhces heýweýieh 
jýº-ý , ýL, Lk ! /ýý -Cl1LýT .L 
SýOUý ý7ýUý rn º ýF ; t)40 ellcl1 cr7ýý'ý 
J °, -ý-ýet-en-ý iy. In p ý (A 5S oo n (ý ý 
CC) ry, rAL4h', CrA+LO ý7b CollelAýUeS ;ý0 /-ýeý-fo 
h/1 aýL ý Uº-iý . 
Thehe -ýý-e , ý/ýýýn-ý 
hUn cl jin a1 
dE4G1 'jS ýuh d 
Si It _ mn-ý'ývA`i `ºbº'1 {-eIU+C'_cl 7ý-O Akºnl Co4lef d -, 't'tCºfniitJ 
E5pee, , ally when I imUde- a 6&bcil+ in, ýkk iw9 LU4+ý 
wh, ýh ý jýnUº-eý ýoý tº4,1E /il , Ilý /- n e1- sa, d 
Wu6 h o-t /[_tf te )'And 9 
Jv 
e; -, E -6nomE l-ý 
wtL5 hný MiS-LAke- Sc) Iýad 1-ýe-5p6il) sbil"l fy 0ý It 
FKm 
-b-hu+ 
I }-su 
IIS 
p-d Tl! l tkU 
ý-c 
AaQ p4- L iJ_ 17 
FI I '1 4q 
71, i-dlg , `n ý-4- ,i hude jnp ei-S0 na 15 j<i 115 J SPi-v; -ý c CuSýoý' IPJ-5 
ýG°/le, 
'/l Gýn cl 
CýmMUn ; Cýtý ý n9 ýv'ºý h ýollýaqýe5 Z iývuý S ýýýý1; ng r, ý, ý ý; csý 
Inýýe ý'e S 
ýü ý º-G N -ý CI U L' -ýu 
l(kG K 
Wýýh Lý cok(. ý ý1ý1 ýý ýv ºn E i-' SD 1-cý ý 1. ý Lý Uý Lofi `> 
ýY1 <1ý! -(ýýi, ý II 
(nd jive- VU bück Lo the jýitchE_n bi, d 
T- huddw> bo g ; Ue wy -to 
w, Liý, h üS -i 
coUrd 4e-c&LA5E 
melýl s wo, -e- My ýinýIne55 iýbý i r5 f ýrºýe J 
Gv%ýn 
CU5ýmý1,5 TiniS! ýeý ýýºýý ý rvl+2o15 )ý1, ý ý 5ýý d td ºý ý 
'' Lý was ý-ýýIIJv -ý'r;, nýýSýý G rný. ýI 'ýv rýýº-thýrmoFE , ý iivUS -ýUUqh-r; ýiaýn ýÜýUn ýbw ýo ý1S E Gý cl-C d iý CGtI-ý Y+nGýCýýhC 
ýhýfý IN US(. f ýý E' cp- iViP U-e cý ýý ýýy 
ý ýtýlv1 
Cý5-ýovýýi. 5 
, 
ývhýn -ýhýy jýýºd ýy ý-ýe Ci-ýd ýý ýuº-tý , 
ýýý1ý 
ä no-ý LýCýiVL° Aod ý'ven . ýhcLigh 
Cooýýe1-Uýýon 
,L 
hUd L'o CocMrMUn; Ctafý Uv; ý-h ColleA9UE5 fnci-c 
e 7ýCGtiVE 
ýý. ýý 
ýýºý -ýýese lec-ýý ý-e5 J .L 
havý t ýýý h cý Onl y ýýý ýüuý-cýný's 
1m9 
Thel-p- Af-e-) i-ý- wa 5 ve1-Y t(5eýu( and e ni oyuhle 
Appendix E. Examples of Student Summaries of Reflective Practice 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disagree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; 1= disagree; 0= strongly disagree 
I am ve confident that 1: Rating 
1. know how to use logs or reflective journals 
2. understand myself very well L4 
3. _ challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things 
5. spend sufficient time "making sense" of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths 
10. know how to apply my experience and skills to novel situations 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs 
13. always consider all options before arriving at a decision 
14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility for mown part in events 
16. spend enough time thinking about how to improve my skills in dealing with other people 
17. spend enough time thinking about how I could make a better contribution to groups I am in 
18. spend sufficient time thinking about the significance of other people's actions 
19. spend sufficient time thinking about the significance of what other people say _ 
20. can reflect accurately about my emotional responses to events 
21. could draw upon my reflections well for assessment purposes 
22. spend sufficient time thinking about how to use the feedback I receive from others 
23. know how to use reflection effectively when applying for jobs 2 
24. am clear about the different kinds of reflection that are open to me 
25. do not need to develop my-skills of reflection any further 
Add up your score Total L+ 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
" What are your priorities for improving reflection? 
" Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disagree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that 1: Rating 
1. know how to use logs or reflective journals 3 
2. understand myself very well 4., 
3. challenge my own thinking sufficiently 3 
4. spend sufficient time looking for relevant links between different things 3 
5. spend sufficient time "making sense" of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn º+ 
7. spend sufficient time thinking about how to improve my academic performance 
8. send enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths 4- 
10. know how to apply my experience and skills to novel situations 4 
11. am aware of my own personal limitations U. 
12. am aware of my own personal development needs LA- 
13. always consider all options before arriving at a decision u- 
14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility my own art in events 
16. spend enough time thinking about how to improve m skills in dealing with other people H- 
17. spend enough time thinking about how I could make a better contribution to groups I am in 
18. spend sufficient time thinking about the significance of other people's actions 4. 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 
21. could draw upon m reflections well for assessment purposes Is 
22. spend sufficient time thinking about how to use the feedback I receive from others 3 
23. know how to use reflection effectively when applying for jobs 2 
24. am clear about the different kinds of reflection that are open to me 
25. do not need to develop my-skills of reflection any further a 
Add up our score Total ßb4 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
" What are your priorities for improving reflection? 
Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "st"rongly disagree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that 1: Rating 
1. know how to use logs or reflective journals Z 
2. understand myself very well 
3. challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things 
5. spend sufficient time "making sense" of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn , 7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths 
10. know how to apply my experience and skills to novel situations ý 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs 
13. always consider all options before arriving at a decision 
14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility for mown part in events 
16. spend enough time thinking about how to improve my skills in dealing with other peo ple w 
17. spend enough time thinking about how I could make a better contribution to groups I am in 
18. spend sufficient time thinking about the significance of other people's actions 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 
21. could draw upon my reflections well for assessment purposes 
22. spend sufficient time thinking about how to use the feedback I receive from others 
23. know how to use reflection effectively when applying for jobs 
24. am clear about the different kinds of reflection that are open to me. 
25. do not need to develop my skills of reflection any further 
Add u our score Total 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
" What are your priorities for improving reflection? 
" Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disagree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; 1= disagree; 0= strongly disagree 
I am very confident that 1: Rating 
1. know how to use logs or reflective journals 
2. understand myself very well 
3. challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things 
5. spend sufficient time "making sense' of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths X 
10. know how to apply my experience and skills to novel situations 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs 
13. always consider all options before arriving at a decision 
14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility for mown part in events 
16. spend enough time thinking about how to improve my skills in dealing with other people 
17. spend enou h time thinking about how I could make a better contribution to groups I am in 
18. spend sufficient time thinking about the significance of other people's actions 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 
21. could draw upon my reflections well for assessment purposes 
22. spend sufficient time thinking about how to use the feedback I receive from others 
23. know how to use reflection effectively when applying for jobs z 
24. am clear about the different kinds of reflection that are open to me 
25. do not need to develop m skills of reflection any further 
Add up our score Total 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
What are your priorities for improving reflection? 
Which one thing could you do this week in order to develop your reflective abilities? 
w 
b: 
2 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disagree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that 1: Rating 
1., know how to use logs or reflective journals ? 
2. understand myself very well 
3. challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things 
5. spend sufficient time "making sense" of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths 91 
10. know how to apply my experience and skills to novel situations 4- 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs 
13. always consider all options before arriving at a decision Z 
14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility for mown part in events 
16. spend enough time thinking about how to improve my skills in dealing with other people 
17. spend enough time thinking about how I could make a better contribution to roue sI am in L-VI 
18. spend sufficient time thinking about the significance of other people's actions 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 
21. could draw upon my reflections well for assessment purposes 
22. spend sufficient time thinking about how to use the feedback I receive from others 
23. know how to use reflection effectively when applying for jobs 
24. am clear about the different kinds of reflection that are open to me 
25. do not need to develop my skills of reflection any further 0 
Add u our score Total -61 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
" What are your priorities for improving reflection? 
" Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "st"rongly disa§ree" carries no score. 
Rafn naiv aurae sort of agree; 1= disagree; 0= strongly disagree 
I am very confident that 1: Rating 
1. know how to use logs or reflective journals 
2. understan we 
3. challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things 
5. spend sufficient time "making sense" of what I learn and experience ZIA 
6. spend sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths 
10. know how to apply my experience and skills to novel situations 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs 
13. always consider all options before arriving at a decision 
14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility for mown part in events 
16. spend enough time thinking about how to improve my skills in dealing with other people 
17. spend enough time thinking about how I could make a better contribution to groups I am in 
18. spend sufficient time thinking about the significance of other people's actions 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 
21. could draw upon m reflections well for assessment purposes 
22. spend sufficient time thinking about how to use the feedback I receive from others 
23. know how to use reflection effectively when aI in for jobs 
24. am clear about the different kinds of reflection that are open to me 
25. do not need to develop my skills of reflection any further 
Add up your score Total ;Ra 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
" What are your priorities for improving reflection? 
Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food& BevOps/5/Aut06 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disa§ree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that 1: Rating 
1. know how to use logs or reflective journals 
2. understand myself very well 
3. challenge my own thinking sufficiently 4 
4. spend sufficient time looking for relevant links between different things 3 
5. spend sufficient time "making sense" of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour Lt 
9. make an accurate evaluation of my own strengths 3 
10. know how to apply my experience and skills to novel situations 3 
11. am aware of my own personal limitations 3 
12. am aware of my own personal development needs 
13. always consider all options before arriving at a decision 
14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility form own part in events 
16. spend enough time thinking about how to improve my skills in dealing with other people 
17. spend enough time thinking about how I could make a better contribution to groups I am in 
18. spend sufficient time thinking about the significance of other people's actions 3 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 
21. could draw upon my reflections well for assessment purposes 
22. spend sufficient time thinking about how to use the feedback I receive from others 2 
23. know how to use reflection effective) when applying for jobs 
24. am clear about the different kinds of reflection that are open to me 
25. do not need to develop my skills of reflection any further p 
Add u our score Total 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
" What are your priorities for improving reflection? 
" Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disagree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that I: Rating 
1. know how to use logs or reflective journals 
2. understand myself very well 
3. challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things 
5. spend sufficient time "making sense" of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths 
10. know how to apply my experience and skills to novel situations 
11. am aware of my own personal limitations 
-12. am aware of my own personal development needs A-1 . 
13. always consider all options before arriving at a decision 
14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility for mown part in events 
16. spend enough time thinking about how to improve my skills in dealing with other people 
17. spend enough time thinking about how I could make a better contribution to groups I am in 
18. spend sufficient time thinking about the significance of other people's actions 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 
21. could draw upon my reflections well for assessment purposes 
22. spend sufficient time thinking about how to use the feedback I receive from others 
23. know how to use reflection effectively when applying for jobs 
24. am clear about the different kinds of reflection that are open to me. 
25. do not need to develop m skills of reflection any further 
Add up our score Total 
Interpreting your score: 
You have a score out of 100. This'is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
What are your priorities for improving reflection? 
Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevOps/5/Aut06 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disagree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that 1: 
_ 
Rating 
1. know how to use logs or reflective journals 
2. understand myself very well 
3. challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things 
5. spend sufficient time 'making sense" of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to improve my academic performance Z- 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths 
10. know how to apply my experience and skills to novel situations 1. 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs 
13. always consider all options before arrivin at a decision 
14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility my own part in events 
16. spend enough time thinking about how to improve my skills in dealing with other people 
17. spend enough time thinking about how I could make a better contribution to groups I am in 
18. spend sufficient time thinking about the significance of other people's actions 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 
21. could draw upon my reflections well for assessment u oses 
22. spend sufficient time thinking about how to use the feedback I receive from others 
23. know how to use reflection effectively when applying for jobs 
24. am clear about the different kinds of reflection that are open to me 2 
25. do not need to develop my skills of reflection any further 
Add up our score Total 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
" What are your priorities for improving reflection? 
" Which one thing could you do this week in order to develop your reflective abilities? 
IVRY, ", 
2 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strrongly disagree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that 1: Rating 
1. know how to use logs or reflective journals 
2. understand myself very well 
3. challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things 3 
5. spend sufficient time "making sense" of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths 
10. know how to apply my experience and skills to novel situations 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs 
13. always consider all options before arriving at a decision 
14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility my own art in events 
16. spend enough time thinking about how to improve my skills in dealing with other people 
17. spend enough time thinkin about how I could make a better contribution to groups I am in 
18. spend sufficient time thinking about the significance of other people's actions 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 
21. could draw upon m reflections well for assessment purposes 
22. spend sufficient time thinking about how to use the feedback I receive from others 
23. know how to use reflection effectively when applying for jobs 
24. am clear about the different kinds of reflection that are open to me 
25. do not need to develop my skills of reflection any further ýl 
Add u our score Total 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
" What are your priorities for improving reflection? 
Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disagree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that 1: Rating 
1. know how to use logs or reflective journals 3 
2. understand myself very well 3 
3. challenge my own thinking sufficiently 
4. spend sufficient time looking for -relevant links between different things 5. spend sufficient time "making sense" of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths 
10. know how to apply my experience and skills to novel situations 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs 
13. always consider all options before arrivin at a decision 
14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility my own art in events 
16. spend enough time thinking about how to improve my skills in dealin with other people 
17. spend enough time thinking about how I could make a better contribution to groups I am in 
18. spend sufficient time thinking about the significance of other people's actions 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 
21. could draw upon m reflections well for assessment purposes 
22. spend sufficient time thinking about how to. use the feedback I receive from others 
23. know how to use reflection effectively when applying for jobs 
24. am clear about the different kinds of reflection that are open to me 
25. do not need to develop my skills of reflection'any further 
Add up your score Total 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
What are your priorities for improving reflection? 
" Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevO ps/5/A ut06 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disagree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that 1: Rating 
1. know how to use logs or reflective journals 
2. understand myself very well 
3. challenge my own thinking sufficiently -3 
4. spend sufficient time looking for relevant links between different things 
5. spend sufficient time "making sense" of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 3_ 
9. make an accurate evaluation of my own strengths 3 
10. know how to apply my experience and skills to novel situations 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs 3 
13. always consider all options before arriving at a decision 
14. am always aware of all the motivations underlying my behaviour 3 
15. always take full responsibility for mown part in events 
16. spend enough time thinking about how to improve my skills in dealing with other people 3 
17. spend enough time thinking about how I could make a better contribution to groups I am in S.. 
18. spend sufficient time thinking about the significance of other people's actions 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 
21. could draw p on my reflections well for assessment purposes 
22. spend sufficient time thinking about how to use the feedback I receive from others 3 
23. know how to use reflection effective) when applying for jobs 
24. am clear about the different kinds of reflection that are open to me 
25. do not need to develop my skills of reflection'any further 
Add up your score Total 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner'. If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
What are your priorities for improving reflection? 
Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food &BevOps/5/Aut06 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disa§ree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that I: Rating 
1. know how to use logs or reflective journals _ 
2. understand myself very well 
3. challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things 
5. spend sufficient time "making sense" of what I learn and experience 
6. 
7. 
spend sufficient time thinking about the significance of what I learn 
spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths 3 
10. know how to apply my experience and skills to novel situations 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs 2 
13. always consider all options before arriving at a decision df- 14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility for mown part in events 
16. 
17. 
spend enough time thinking about how to improve my skills in dealing with other people 
spend enough time thinking about how I could make a better contribution to groups I am in 
4- 
18. spend sufficient time thinking about the significance of other people's actions sý.. 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 
21. could draw upon my reflections well for assessment purposes 
22. spend sufficient time thinking about how to use the feedback I receive from others 
23. know how to use reflection effectively when applying for jobs 2 
24. am clear about the different kinds of reflection that are open to me 
25. do not need to develop m skills of reflection any further 
Add up your score Total ý-2 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
" What are your priorities for improving reflection? 
Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food &BevO ps/5/Aut06 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for"strongly disagree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am ve confident that 1: Rating 
1. know how to use logs or reflective journals 3 
2. understand myself very well 
3. challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things 
5. spend sufficient time "making sense" of what I learn and ex rience 
6. spend sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths 
10. know how to apply my experience and skills to novel situations 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs 
13. always consider all options before arriving at a decision 
14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility for mown part in events 3 
16. spend enough time thinking about how to improve my skills in dealing with other people 3 
17. spend enough time thinking about how I could make a better contribution to groups I am in 
18. spend sufficient time thinking about the significance of other people's actions 3 
19. spend sufficient time thinking about the significance of what other people say 3 
20. can reflect accurately about my emotional responses to events 3 
21. could draw upon m reflections well for assessment purposes 
22. spend sufficient time thinking about how to use the feedback I receive from others 2. 
23. know how to use reflection effectively when applying for jobs Z 
24. am clear about the different kinds of reflection that are open to me. 3 
25. do not need to develop my skills of reflection any further / 
Add up our score Total '; F 
Interpreting your score: 
You have a score out of 100. This is *a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
" What are your priorities for improving reflection? 
Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevO ps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disagree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that 1: Rating 
1. know. how to use logs or reflective journals 
2. understand myself very well 
3. challenge my own thinking sufficiently 'b 
4. spend sufficient time looking for relevant links between different things 
5. spend sufficient time "making sense' of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths l 
10. know how to apply my experience and skills to novel situations 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs 
13. always consider all options before arriving at a decision 
14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility my own part in events 
16. spend enough time thinking about how to improve my skills in dealing with other people 
17. spend enough time thinking about how I could make a better contribution to groups I am in 
18. spend sufficient time thinking about the significance of other people's actions 
19. spend sufficient time thinking about the significance of what other people say 3- 
20. can reflect accurately about my emotional responses to events 
21. could draw upon my reflections well for assessment purposes OL 
22. spend sufficient time thinking about how to use the feedback I receive from others 
23. know how to use reflection effective) when applying for jobs 12 
24. am clear about the different kinds of reflection that are open to me 13 
25. do not need to develop m skills of reflection any further 
Add up your score Total 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
What are your priorities for improving reflection? 
Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disa§ree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that I: Rating 
1. know how to use logs or reflective journals 
2. understand myself very well 
. 3. challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things 
5. spend sufficient time "making sense" of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths 
10. know how to apply my experience and skills to novel situations 
11. am aware of my own personal limitations 4- 
12. am aware of my own personal development needs 
13. always consider all options before arriving at a decision 
14. am always aware of all the motivations underlying my behaviour 
15. always take full res onsibilit form own part in events 
16. spend enough time thinking about how to improve my skills in dealing with other people 
17. spend enough time thinking about how I could make a better contribution to groups I am in 
18. spend sufficient time thinking about the significance of other people's actions 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 
21. 
22. 
could draw upon my reflections well for assessment purposes 
spend sufficient time thinking about how to use the feedback I receive from others 
23. know how to use reflection effectively when applying for jobs 
24. am clear about the different kinds of reflection that are open to me 
25. do not need to develop my skills of reflection any further 
Add up your score Total I 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
" What are your priorities for improving reflection? 
Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disagree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that 1: Rating 
1. know how to use logs or reflective journals 
2. understand myself very well 
3. challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things 
5. spend sufficient time "making sense" of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths 
10. know how to apply my experience and skills to novel situations 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs 
13. always consider all options before arriving at a decision 
14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility for mown part in events 
16. spend enough time thinking about how to improve my skills in dealing with other people 
17. spend enough time thinking about how I could make a better contribution to groups I am in 2 
18. spend sufficient time thinking about the significance of other people's actions 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 
21. could draw upon m reflections well for assessment purposes 
22. spend sufficient time thinking about how to use the feedback I receive from others 
23. know how to use reflection effectively when applying for jobs 
24. am clear about the different kinds of reflection that are open to me 
25. do not need to develop my skills of reflection any further 
Add u our score Total 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
" What are your priorities for improving reflection? 
Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disa§ree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that 1: Rating 
1. know how to use logs or reflective journals 
2. understand myself very well $ 
3. challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things y 5. spend sufficient time "making sense' of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths 
10. know how to apply my experience and skills to novel situations 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs 
13. always consider all options before arriving at a decision 
14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility form own part in events 
16. spend enough time thinking about how to improve my skills in dealing with other people 
17. spend enough time thinking about how I could make a better contribution to groups I am in 
18. spend sufficient time thinking about the significance of other people's actions 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 
21. could draw upon m reflections well for assessment Purposes 
22. spend sufficient time thinking about how to . use the feedback I receive from others 
23. know how to use reflection effectively when applying for jobs 
24. am clear about the different kinds of reflection that are open to me Z, 
25. do not need to develop m skills of reflection any further 
Add up our score Total 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
" What are your priorities for improving reflection? 
" Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevOps/5/Aut06 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disagree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that I: Rating 
1. know how. to use logs or reflective journals 
2. understand myself very well 
3. challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things 
5. spend sufficient time "making sense" of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn 3 
7. spend sufficient time thinking about how to improve my academic performance 4- 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths 3 
10. know how to apply my experience and skills to novel situations y. - 11. am aware of my own personal limitations 4- 
12. am aware of my own personal development needs ji- 
-13. always consider all options before arriving at a decision . 4- 14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility for mown part in events 
16. spend enough time thinking about how to improve my skills in dealing with other people 3 
17. spend enough time thinking about how I could make a better contribution to groups I am in ý. 18. spend sufficient time thinking about the significance of other people's actions 3 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 
21. 
22. 
could draw upon my reflections well for assessment purposes 
spend sufficient time thinking about how to use the feedback I receive from others 
23. know how to use reflection effectively when applying for jobs 3 
24. am clear about the different kinds of reflection that are open to me 2- 
25. do not need to develop my skills of reflection'any further 
Add up our score Total 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner'. If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
" What are your priorities for improving reflection? 
" Which one thing could you do this week in order to develop your reflective abilities? 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disa§ree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that 1: Rating 
1. know how to use logs or reflective journals 
2. understand myself very well 
3. challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things 
5. spend sufficient time "making sense" of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to im rove my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths 
10. know how to apply my experience and skills to novel situations 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs 
13. always consider all options before arriving at a decision 
14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility form own part in events 
16. spend enough time thinking about how to improve my skills in dealing with other people 
17. spend enough time thinking about how I could make a better contribution to groups I am in 
18. spend sufficient time thinking about the significance of other people's actions 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 
21. could draw upon m reflections well for assessment purposes 
22. spend sufficient time thinking about how to use the feedback I receive from others A- 
23. know how to use reflection effectively when aI in for jobs 
24. am clear about the different kinds of reflection that are open to me 
25. do not need to develop my skills of reflection an further 
Add up our score Total 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
What are your priorities for improving reflection? 
Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disa§ree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that 1: Rating 
1. know how to use logs or reflective journals 
2. understand myself very well 2 
3. challenge my own thinking sufficiently 5 
4. spend sufficient time looking for relevant links between different things 
5. spend sufficient time "making sense" of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour k 
9. make an accurate evaluation of my own strengths 
10. know how to apply m experience and skills to novel situations 2 
11. am aware of my own personal limitations 2 
12. am aware of my own personal development needs 3 
13. always consider all options before arriving at a decision 2 
14. am always aware of all the motivations underlying my behaviour b 
15. always take full responsibility my own art in events y 16. spend enough time thinking about how to improve my skills in dealing with other people 
17. spend enough time thinking about how I could make a better contribution to groups I am in 
18. spend sufficient time thinking about the significance of other people's actions 
19. spend sufficient time thinking about the significance of what other people sa 
20. can reflect accurately about my emotional responses to events Z 
21. could draw upon my reflections well for assessment purposes. L 
22. spend sufficient time thinking about how to use the feedback I receive from others 
23. know how to use reflection effectively when applying for jobs 
24. am clear about the different kinds of reflection that are open to me 
25. do not need to develop my skills of reflection any further a 
Add up our score Total 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
What are your priorities for improving reflection? 
Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disagree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that 1: Rating 
1. know how to use logs or reflective journals 
2. understand myself very well 
3. challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things 3 
5. spend sufficient time "making sense" of what I learn and experience 3 
6. spend sufficient time thinking about the significance of what I learn 3 
7. spend sufficient time thinking about how to improve my academic rformance 3 
8. spend enough time thinking about the effects of my actions and behaviour 3 
9. make an accurate evaluation of my own strengths L 
10. know how to apply my experience and skills to novel situations 3 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs 
13. always consider all options before arriving at a decision 
14. am always aware of all the motivations underlying my behaviour 
15. 
16. 
17. 
always take full responsibility for mown part in events 
spend enough time thinking about how to improve my skills in dealing with other people 
spend enough time thinking about how I could make a better contribution to groups I am in 
2 
3 
18. spend sufficient time thinking about the significance of other le's actions 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 3 
21, 
22. 
could draw upon m reflections well for assessment Purposes 
spend sufficient time thinking about how to use the feedback I receive from others 
2 
3 
23. know how to use reflection effective) when applying for jobs Z 
24. am clear about the different kinds of reflection that are open to me 
25. do not need to develop m skills of reflection any further 
Add up our score Total 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
" What are your priorities for improving reflection? 
" Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disagree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that 1: Rating 
1. know how to use logs or reflective journals 
2. understand myself very well 4- 
3. challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things 
5. spend sufficient time "making sense" of what I learn and experience 
6. send sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths 
10. know how to apply my experience and skills to novel situations 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs 
13. always consider all options before arriving at a decision 
14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility form own part in events 
16. spend enough time thinking about how to improve my skills in dealing with other people 
17. spend enough time thinking about how I could make a better contribution to grOUps I am in 4- 
18. spend sufficient time thinking about the significance of other people's actions 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 
21. could draw upon my reflections well for assessment purposes 
22. spend sufficient time thinking about how to use the feedback I receive from others ý,. 
23. know how to use reflection effective) when applying for jobs p 
24. am clear about the different kinds of reflection that are open to me. 1 
25. do not need to develop my skills of reflection any further 
Add up our score Total 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
" What are your priorities for improving reflection? 
" Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disagree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am ve confident that 1: Rating 
1. know how to use logs or reflective journals 
2. understand myself very well 3 
3. challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things 
5. spend sufficient time "making sense" of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths 
10. know how to apply my ex erience and skills to novel situations Z 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs 3 
13. always consider all options before arriving at a decision 
14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility my own part in events 
16. spend enough time thinking about how to improve my skills in dealing with other people 2- 
17. spend enough time thinking about how I could make a better contribution to groups I am in 4- 
18. spend sufficient time thinking about the significance of other people's actions 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 
21. could draw upon m reflections well for assessment 
_purposes 22. spend sufficient time thinking about how to use the feedback I receive from others 
23. know-how to use reflection effectively when applying for jobs 
24. am clear about the different kinds of reflection that are open to me. 
25. do not need to develop my skills of reflection any further 
Add up our score Total 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
What are your priorities for improving reflection? 
Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disagree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; 1= disagree; 0= strongly disagree 
I am very confident that 1: Rating 
1. know how to use logs or reflective journals 2 
2. understand myself very well 
3. challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things 
5. spend sufficient time 'making sense" of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn L 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths 
10. know how to apply my experience and skills to novel situations r} 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs 
13. always consider all options before arriving at a decision 
14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility for mown part in events 
16. spend enough time thinking about how to improve my skills in dealing with other people 
17. spend enough time thinking about how I could make a better contribution to roue sI am in Z 
18. spend sufficient time thinking about the significance of other people's actions 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 
21. could draw upon my reflections well for assessment pu! poses Z. 
22. spend sufficient time thinking about how to use the feedback I receive from others 
23. know how to use reflection effectively when applying for jobs 
24. am clear about the different kinds of reflection that are open to me 
25. -do not need to develop m skills of reflection an further 
Add up your score Total 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
What are your priorities for improving reflection? 
Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disagree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that 1: Rating 
1. know how to use logs or reflective journals 
2. understand myself very well 
3. challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things ti. 
5. spend sufficient time "making sense" of what I learn and experience 3 
6. spend sufficient time thinking about the significance of what I learn 3 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths 
10. know how to apply my experience and skills to novel situations q3 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs 
13. always consider all options b6o 
14. am alwa aware-bf älfthe motivations underlying my behaviour 
15. always take full responsibility form own art in events 
16. spend enough time thinking about how to improve my skills in dealing with other people 
17. spend enough time thinking about how I could make a better contribution to groups I am in t 
18. spend sufficient time thinking about the significance of other people's actions 2 
19. spend sufficient time thinking about the significance of what other people say 2 
20. can reflect accurately about my emotional responses to events 2" 
21. could draw upon my reflections well for assessment purposes 
22. spend sufficient time thinking about how to use the feedback I receive from others 
23. know how to use reflection effective) when applying for jobs 
24. am clear about the different kinds of reflection that are open to me 
25. do not need to develop my skills of reflection any further 
Add up our score Total 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
What are your priorities for improving reflection? 
Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disagree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that 1: Rating 
1. know how to use logs or reflective journals 
2. understand myself very well 
3. challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things 
5. spend sufficient time "making sense' of what I learn and ex rience 
6. spend sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 3 
9. make an accurate evaluation of my own strengths w 
10. know how to apply my experience and skills to novel situations 3 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs Z 
13. always consider all options before arriving at a decision -L 
14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility my own part in events 
16. spend enough time thinking about how to improve my skills in dealing with other people 
17. spend enough time thinking about how I could make a better contribution to groups I' am in 
18. spend sufficient time thinking about the significance of other people's actions 1, 
19. spend sufficient time thinking about the significance of what other people say ýý.. 
20. can reflect accurately about my emotional responses to events 
21. could draw upon my reflections well for assessment purposes 
22. spend sufficient time thinking about how to use the feedback I receive from others 
23. know how to use reflection effectively when applying for jobs 1 
24. am clear about the different kinds of reflection that are open to me 
25. do not need to develop my skills of reflection any further 
Add up your score Total 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
" What are your priorities for improving reflection? 
" Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disagree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that 1: Rating 
1. know how to use logs or reflective journals 
2. understand myself very well 
3. challenge my own thinking sufficiently 
4. spend sufficient time looking for relevant links between different things 
5. spend sufficient time "making sense" of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 3 
9. make an accurate evaluation of my own strengths 
10. know how to apply my experience and skills to novel situations 
11. am aware of my own personal limitations 31 L 
12. am aware of my own personal development needs Z 
13. always consider all options before arrivin at a decision 2- 
14. am always aware of all the motivations underlying my behaviour - z 15. always take full responsibility for mown art in events 
16. spend enough time thinking about how to improve my skills in dealing with other people 
17. spend enough time thinking about how I could make a better contribution to groups I am in 
18. spend sufficient time thinking about the significance of other people's actions 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events 
21. could draw upon my reflections well for assessment purposes 3 
22. spend sufficient time thinking about how to use the feedback I receive from others 
23. know how to use reflection effectively when applying for jobs 
24. am clear about the different kinds of reflection that are open to me. 
25. do not need to develop m skills of reflection any further 
Add up our score Total 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
What are your priorities for improving reflection? 
" Which one thing could you do this week in order to develop your reflective abilities? 
2 
SOM/Food&BevOps/5/AutO6 
Self-evaluation on reflective practice 
For each of the following statements, rate your responses as outlined below. Note that the 
rating for "strongly disa§ree" carries no score. 
Rating: 4= strongly agree; 3= agree; 2= sort of agree; I= disagree; 0= strongly disagree 
I am very confident that 1: Rating 
1. know how to use logs or reflective journals % 
2. understand myself very well 
3. challenge my own thinking sufficiently 3' 
4. spend sufficient time looking for relevant links between different things 4. 
5. spend sufficient time "making sense" of what I learn and experience 
6. spend sufficient time thinking about the significance of what I learn 
7. spend sufficient time thinking about how to improve my academic performance 
8. spend enough time thinking about the effects of my actions and behaviour 
9. make an accurate evaluation of my own strengths 
10. know how to apply my experience and skills to novel situations 
11. am aware of my own personal limitations 
12. am aware of my own personal development needs ý,. 
13. always consider all options before arriving at a decision 
14. am always aware of all the motivations underlying my behaviour 
15. always take full responsibility form own part in events 
16. spend enough time thinking about how to improve rhy skills in dealing with other people 
17. spend enough time thinking about how I could make a better contribution to groups I am in 2 
18. spend sufficient time thinking about the significance of other people's actions 
19. spend sufficient time thinking about the significance of what other people say 
20. can reflect accurately about my emotional responses to events Z 
21. could draw upon my reflections well for assessment purposes 7- 
22. spend sufficient time thinking about how to. use the feedback I receive from others 
23. know how to use reflection effectively when applying for jobs 
24. am clear about the different kinds of reflection that are open to me. 
25. do not need todevelop my skills of reflection any further a. 
Add up your score Total 
Interpreting your score: 
You have a score out of 100. This is a rough guide to your strengths as a "reflective 
practitioner". If the score is less than 100, then there is more work that you could do to 
develop your reflective skills. 
" What are your priorities for improving reflection? 
" Which one thing could you do this week in order to develop your reflective abilities? 
2 
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